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INTRODUCTION

This repcrt provides detailed information about training in the Fed-
eral service during fiscal year 1970. It supplements the general summary
included as Appendix J, Report on Agency Training Activities, in the
Commissien’s 1970 Annual Report to the President.

This is the fourth consecutive year the Civil Service Commission has
prepared a comprehensive annual review of employee training activities
throughout the Federal service. The report is derived from infcrmation
provided by agencies in their annual training reports to the Commission
for fiscal yecar 1970.

The report moves from general goals to specific agency training ac-
tivity. Section 1 reports progress made toward some significant training
goals that were identified in the fiscal 1969 “Employee Training in the
Federal Service” report. Section 11 includes a review and summary analysis
of agency trainin; activities; covering topics such as participation in train-
ing, types of training received, man-hours of training provided and ex-
penditures for training. Comparisons arec made with previous years. Sec-
tion I1I gives examples of training activities which demunstrate ingenulty
and resourcefulness in meeting the training nzeds of agency employecs.
Section 1V reporis on training and special activities provided to agencies
by the Commission’s Bureau of Training and its Regional Training Cenfers
during the past fiscal year. Section V provides a detailed statistical review
of training, show.ng each agency’s training activity for fiscal year 1970.



I. PROGRESS TOWARD SIGNIFICANT
TRAINING GOALS

A, Opening New Opportunities

One of the keys that will open the doors of
opportunity is education and training. The use of
this avenue to increased opportunity is particu-
larly important for underprivileged and under-
utilized employees, and since 1965, progress has
been made toward this end. Nevertheless, a gap
Fetween promise and fulfillment exists. Therefore,
President Nixon's Executive Order 11478 of Au-
gust 1969 emrhasized the need to intensify efforts
to provide more developmental opportunities fo.
employces in the lower grades.

The President’s directive set in motion new
efforts by the Civil Service Comission ana agen-
cies to achieve long sought after objectives. Ini-
tially, surveys were conducted to reveal where the
zreatest improvements .eeded to be made. The
surveys showed that the largest percentage of
non-professional, minerity group members and
women are in General Schedule gredes one
through seven or the equivalent. Programs, such
as, “Upward Mobility of Lower Level Employ-
ecs”, “Publie Service Carcers”, “Employment of
Summer Aids”, and “Project 250" have been de-
veloped to contribute to the goal of providing “op-
portunities for &1l persons with full recognition of
their dignity as individuals, so to seek and to
achieve their highest potential and productivity in
employment situations.’”” These programs are sum-
marized below.

Public Service Carccrs Program

The adminis:ration has established under the
direction of the Wepariment of Labor a major
new manpower program, the Public Service
Careers Program (PSC) designed to significantly
increase commployment opportunities for disadvan-
taged persons in public jurisdictions—state and
local, as well as Federsl. The Federal component
of the Publie Services Careers Program is being
promoted and coordinated by the Civil Service
Commission and is beirg execuled by riany Fed-
eral agencies with their own resources augmented
by funds provided by the Labor Department from
manpower opportunities. The PSC program is de-
signed to help disadvantaged persc-is compete on
a more equitable basis with otliers for Federal
employraent, by providing them with special ori-
entation, counseling, and training, as well as other
kinds of s~rvices. The purposes of ** : program

Q courage: (1) development of prototype
EMC'UI employment opportunities for mini-

mally skilled persons; (2) the upgradaing of lower-
level Federal employees already on duty; (3) the
use of training programns to improve and develop
the skills of lower-level employees; (4) an im-
provement of the personnel services provided for
individualy in lower grade Federal positions and
(5) restructuring and the development of more
flexible career ladders for lower-level Federal em-
ployces. As an incentive for agency participation
in the PSC nrogram, ceiling exemption is applied
to individuals hired through the worker-trainee
examination. This exemption is retained by the
individual workei-trainec for the twelve month
period after his appointment or through the first
two promotiong, whichever is shorter. If a PSC
trainee resigns or is released by his agency, his
cciling exemption reverts to the agency's pool to
be applied to another individual nired. A second
incentive for pacticipating agencies is the provi-
sions that PSC funds will match up to one-third
of the totel costs of training and supporting serv-
ices for new or expanded activities related to
entry or upgrading programs. The total program
funding for the Fedaral component for FY 1971 is
8 million anllars. Program proposais are now
being received from agencies by the Civil Service
Commission. An ageney program already ap-
proved is the oune at the Department of Army's
White Sands Missile Range that includes skills
training for such positions as Knvironmental Test
Operator Melper, Mechanic MHelper, Electrician
Helper, Clerk-Typist, Supply Clerk and Account-
ing Clerk. Also included will be orientution, coun-
seling and advisory services, basic education and
supervisory training.

Upward Mobility

As another step in meeting the President’s
objective that “Employees should have the oppor-
tunity to the fullest extent practicable to improve
their skills so they may analify for advancement,”
the Civil Service Commission developed and sent
to agency heads on May 7, 1970 a comprehensive
(Government-wide) upward mobility plan aimed
at helping employees at the lower levels (non-pro-
fessionals at GS-7 and belov: or equivalent pay
levels) who have the potentisl and dcsire to move
upward to the full extent of their capabilities. The
plan suggests long-range goals for agencies fo
work toward improving personnel systems, sug-
gesls a series of actions for achieving goals, and
indicates the suppory that will be provided by the
Commission. The plan calls for ageacies to:

» Establish career ladders and avenues for
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those occupational fields that have move-
ment.

e Assist employees in the development of
career development plans

» Provide counseling and guidance services
within and outside of suparvisory channels.

s Make more training opportunities available
to employees who want and can benefit
from ckills development training, basic
remedial education, high school equiva-
lency certification and college level courses.

e Develop utilization and placemeat proce-
dures which assure full use of employee
skills and abilities and development of po-
teniial.

e Establishing mechanisms for communicat-
ing meaningful and realistic information
abcui programs and opportunities to em-
ployees.

In support of the upward mobility plan, the Com-
mission will develop model carzer systems in se-
lected occupauitons, review qualification standards
to remove unnecessary barriers to upward mobil-
ity, carry out a series of on-site job restructurirg
demonstration projects to create “bridge” posi-
{ions between jobs requiring miuimal skills and
skilled jobs, and prepare selected employees for
the “bridge” and higher level jobs. Provide agen-
cies with model education and training systems
geared to the needs of lower level employees and
provide interagenry training conrses for supervi-
cors of low skilled ecinployees, carcer counselors,
training officers and employees in communication,
clerical and ADP skills, The Commission will
also evaluate program effectiveness and report
progress and development to the President. Agen-
cies have already begun to develop agency equal
employment opporiunity action plans which in-
¢lude upward mobility plans.

Sumnrer Aids

1n a further effort to assist disadvarlaged per-
sons of all ages, each summer Federal agencies
are enconraged to employ as Summer Aids youlhs
16 through 21 vears of age who meet the criteria
for cconomic or educational need. Although the
initial thrust of the program was to provide rou-
tine jobs requiring no specific skills, the 1969
campaign emphasized the need to provide produc-
tive work and training exwveriences for these
voung people. To assist agencies in meeting this
expanded parpose, the Civil Service Commission
developed and issued Utilization of Summer Aids
Q ¢ Summary of the 1970 Program and Planning

signed to record agencies’ past experiences and to
provide information that would be useful in devel-
oping the 1970 program. Included in this bulletin
was a bibliography of films and publications
which agencies have used successfully in past
years. For Wushington area program coordina-
tors, the Commission sponsored two workshops
designed to assist them with specific information
abrat jobs, awards, training activities, supervi-
sory training and special activities The Commis-
zion’s Central Office developed a job kit which
provided educational and vocational counselors
with specific information about positions with the
Federal Government in the Washington area, es-
pecially for youth.

Project 250

An experimental program, “Project 250" was
a Federal interagency manpower wrogram de-
signed to provide gainful employment oppo: tuni-
ties for 250 “hard core” disadvantaged young peo-
ple in the Wasunirgton, D.C. area. It was funded
by the U.S. Department of Labor and was devel-
oped and administered by the U.S. Civil Service
Commission, Nineteen Federa) agencies partici-
pated. The resvlts of the program ar: now availa-
ble. 'The prograin was successful in creating 250
job vpportunities {or disadvantaged youth in the
Washington, D.C. area. Of the 25C trainees who
entered Project 250, 130 became career condi-
{ional employees and were on the job as of June
30, 1970. Many of the traineces who drovped from
the program were better prepared to fend for
themselves in the jeb market than they were when
they entered the project. A preliminary survey of
Project 259 dropautsz showed that approximately
55%: were either back in school or employed in
various cccupations in the metropolitan area. Six
percent of the dropouts weve serving on aclive
duty in the Armed Forces.

The Project 250 e. perience was documented in
the Conimission’s ¥inal Repart published in Octo-
ber 1970, As a suppelment to this report, the Bu-
reau of Training has developed a s'ide sound pres-
entation oullining the 250 story. Thuse documents
can be shared with others who may have an inter-
est in manpower training programs.

B. Preparing New Supervisors for Their Respon-
sibilities

It has long been an accepted fact that a
knowledyeable and skillful supervisor is the hub
of an effective and efficient erganization. A great
deal of atlention has been given o eslablishing
improved criteria for the selection of persons with

EMC‘J(‘ for Summer 1870, The bulletin was de-
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supervisory abilities and potential. The same
voncern is row being given to the preparation of
new cupervisors to assume their responsibilities
by requiring that all new first-level supervisors be
trained either before or soon after assuming their
duties. Aprendix A to Federal Personnel Manual
Chapter 410, outlines the required training for
supervisors appointed after June 30, 1969.

Since minimum standards for training have
been set, agencies have beep examining and revis-
ing their previcus'y developed courses and pro-
grams to meet those standards.

Of the 18,125 firs:-line supervisors appointed
after June 30, 1969 as reported by 48 agencies, 11,
827 or about 679¢ reccived at least forty hours of
training during fiscal year 1970. A detailed ex-
planation is made in Section ill of this report.

C. Developing Executive Skills

Present and past administrations have
strongly endorsed training programs for the de-
velopment of Federal Executives (GS 16 and
above). In the wards of Executive Order 11315,
“The training program shall include the «stablish-
mert of special training ard educational fatili-
ties, and provide for the relevant use of outside
training facilities.” Since the issuance of this Ex-
ecutive Order, Federal agencies have developed
and provided training programs for their execu-
tives, one of vhich is the Federal Executive Insti-
tute.

The Federal Executive Institrte, which
became operational October 1968 has completed
its second full year of operation. The Institute is
designed to serve the training and development
requirements of emnloyees in posiuons at grades
GS-16 and abo.., or equivalent in other Federal
pay nystems.
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The Chairman of the U.S. Civil Service Com-
mission, Robert E. Hampton, commissioned the
National Academy of Public Administration to
prepare an evaluation of the Federal Executive
Institute. The evaluation will be based on an in-
vestigation >f the Institute’s objectives, organiza-
tion, and eftectiveness. Academy members who
are serving on the evaluationr panel are:

Frederic N. Cleaveland, Director, Education
Program, National Academy of Public Ad-
ministration

Thomas W. Fletcher, City Manager, San
Jose, California

Robert F. Frochlke, Assistant Secretary for
Administration, Department of Defense

Bertrand Harding, Associate Administrator
for Manpower, Federal Aviation Administra-
tion

Mark E. Keane, Executive Director, Interna-
tional City Management Association

Ronald B. Lee, Assistant Postmaster General,
Bureau of Planning and Marketing

John D. Millett, Chancelllor, Chio Board of
Regents

Elmer B. Staats, Comptroller General of the
United States

George A. Graham, Exccutive Director, Na-
tional Academy of Public Administration (ex
ofticio panel member)

The Final ieport will be submitted by the Acad-
emy to the Commission in early 1971,



II. AGENCY TRAINING ACTIVITIES

Section !l summarizes and analyzes statistical
data reportcd by 58 Federal agencies on fiscal
vear 1970 training activities, It also includes sum-
mary data from previous reports to make compar -
isons and show trends.

The populations used in this report consist of
full-time employees (including foreign nationals)
on the rolls of each reporting agency as of Octo-
ber 31 for each fiscal year presented. As in the
past annual training reports, each instance of
training reported by agencies was counted sepa-
raiely; thus, ‘he total number of instances of
training is somewhat greater than the total num-
ber of employees trained.

A. SUMMARY OF FINDINGS
1. Highlights of 1970
Ouverall

Training data for fiscal year 1979 outwardly re-
flects a climate of stability in the Federal com-
munity. Instances of participation {and the Fed-
eral population) increased less than one percent
between fiscal vears 1969 and 1970. However,
agencies reported a 4.7 percent decrease in partic-
ipant man-hours between those years—a net dif-
ferenc : of over 2.5 million man-hours.

Type of Training
Although participation data was almost the same
overall for fiscal years 1969 and 1970, significant
fluctuations did occur between those years in
types of training, as can be scen from the follow-
ng:
* Professional, Scicntifie, and Engincering
training decreased by 10.6 percent.
o Supcrvisory and Management training in-
creased 43.4 percent.
o Al remaining ‘raining (except Technical
training which experienced little change)
decreas d 17.7 percent,

Level of Employce
* Lower.level employees (GS 1-8 and Wage
Syatem) received less training than in
fiscal 1969.
s Higher-level employees (GS 9-18) received
morc training than in fiscal 1969.

Sex
s Althruygh only 25 percent of fiscal 1970
trainees were women, the training of
]:lillc(mcn increased 7.4 percent over fiscal

Aruitoxt provided by Eic:

? employees (or 4.6 percent);

1969 (while the training of male employees
showed a slight decrease).

Supervisory Training

s Forty-seven agencies reported that over 65
percent of all new first-levei supervisors re-
ceived at least 40 hours of supe:visory and
managenient training in fiscal 1970.

» Forly-three agencies reported training 72
percent of their first-level supervisors ap-
pointed before fiscal 1969,

(‘HSIS

® The total costs of training (excluding
trainee salaries) for fiscal year 1970 was
over 187 raillion dollars.

¢ Non-Government training expenditures
(for tuition and fees, transportation and
per diem) decreased nearly 1.1 milhen dol-
Jars between fiscal years 1969 anrd 1970,

2, Trends

Figure 1

TRAINING PARTICIPANTS COMPARED TO
FEDERAL POPULATION, FY 67-70

IN MILLIONS

3 -
A p—— S—————
/" FEOEAAL POPULATION

2 -4
1 -

(NS ANCEF OF

PARTICIFATION
° —-

Fv 8?2 FY €B FY 6% FY °Q

Statistical data shows that training participetion
has not kept pace with the Federal population
growth between fiscal years 1967 and 1970, Dur-
ing this period, training participation ir the Fed-
eral service grew by 6.8 percent (or 62873 in.
stances), while the Federa) nopulaticn increased
by 246,013 employees (or 9.6 percent). The fol-
lowing ehanges in participa‘isn and pogpulation by
pay systems botween fiscal 1567 and 1940 were
noted:
s General Scheduvle training participation
grew by £1,925 instances (or 3.7 percent),
while the population increased V. 149,350

/
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o Wage Systems training participation de-
creased by 61,000 instances {or 30.4 per-
cent), while the workforce increased by
15.7 percent {or 72,047 employees) ;

s Postal Field Service Training participation
increased by 94,361 instances (or 126 per-
cent), as cornpared with a 1.6 percenf (or
62,952 employees) increare in population;
and

e “Other"” pay systein training participation
grew by 21.0 percent (or 13,293 instances},
while the population increased by 154,263
employees (or 29.4 percen.).

Because pay sy:tem breakouts were not made in
fiscal 1967, the following analysis vill be made
between fiscal years 1968 and 1970:

» Although training participation by General
Schedule employees grew 28,987 instances
(cr 4.4 percent) during this period, this
growth did not occur equally #mong all em-
plovment groups. Training participation
for employees within GS grades 1-4 fell by
12.7 percent, a n>t decrcase of 16,580 in-
stances of participation. For GS grades
5-8, training participation decrcased by 2
parcent (or 3,528 instances). On the other
hand, participation increased by 13.5 per-
cent {or 36,075 instanccs) for emplovees in
G3 grades 9-12, 15.3 percent (or 12,736
instancesy for employees in GS grades
13-15, and 12.9 percent (or 221 instances)
for einployees within GS grades 16-i8.

o The number of Wage System employ.

trained decreased by 18.9 percent, a net -

derrease of 32,510 instancss of participa-
tion. Wage System  non-supirvisors
accounted for M7 percent of the total de-
crease in partzipation.

o In general training for - wer-level employ-
ces i decreasing, while training for middle
and upper-level emp'ayees is increasing,
Army, Treasury and GSA were the only
agencies who yave more training to their
Wag. Sysiom employees in fiscal 1970 than
in fiscal 1968,

The following changes nave sccurred between
fiscal years 1967 and 1970 in participation of
training by £y of course.

e Nearly eleven pereent fewer employees at-

tended formial classroom training in the
_ Professional, Scientific and Engineering
training category than in fizcal 1969, but
this category continues to show the great-
est proportorace growth—unearly 52 per-
cent—between fiscal years 1967 and 1970.

» Although Supervisory and Management
training experienced a steady decline be-
tween fiscal yeavs 1967 and 1969, summary
data for fiscal vear 1970 shows ¢ 44 per-
cent increase bet ween fiscal years 1969 and
1370,

After growing steadily since 1960, the use of
long-term training hes begn to level off and even,
perhaps, to decline. The following chart illust-ates
this fact:

Figura 2
LONG-TERM TRAINING PARTICIPANTS
FY. 60-70

Number ol
Participants
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While training for ail grade picups Las grown
slightly during this period, this growth pattern
has only occurred in a few individual agencies.
QOver the past three yvears, gross figures show con-
siderable flux a»d shifting patterns, with a wide
variety of trends.

3. Comparisons of "arlicipatirn

This fiscal year, for the first time, agencies were
requested to report participant man-hours by type
of tridning, internal training costs (vxcluding
participant salaries} and data aboul the training
of first-level supervisors, This data along with
agency populations permits a number of compari-
sons to be made. Fur example, the distribution of
instances of participation amony tlie four types of
training occurred according to the foiowing
table:

ERIC /9



Table 1 TRAINING BY TYPE--I'Y 70
Percentage of Total Perccntage of Total
Ty pe ‘Training Participants Trainring Man-llours
Professional, Scientific, and Engincering ............v.a.. i 24
Techuical.coviiivinn ity S TP 38 16
Supervisory and Management...,oeiiiiiiin i iiiiiiniiaaa, 23 15
Oher v s vt i it i paa i aaaay 2 15
TOTALS 100 100

Compared to other groups, employzes in general
schedule grades nine through twelve spent more
time attending training courses in proportion to
the number of hours they worked during the year.
Employees in grades one through four spent t'»
least, Similarly, m'd-level employees contributed

Table 2

the greatest number of instances of training par-
ticipation proportionate 1o their population com-
pared to other grade groupings.

Employces in grades one through four contributed
the fewest number of instances of training partic-
ipation, as the following table shows:

TRAINING RATIOS BY GS GRADE LLEVEL

(S Grude level

T

L I
L T T 3
T T < T

Y Training Man-llours: Man-tHlours Worked

Training Man-Hour Training Participation

Ratiol (In Percents) Ratio?  (In Percents)
...... . 0.6 35
...... 1.1 16
...... 1.8 69
...... i.7 60
...... 0.8 51

2 Training Participants: Grade l.evel Population

The amount of time which employees spent in
training during the course of fiscal year 1970 var-
ied widely among grade groups, although on the
averiage, none spent more than a week:

Tablc 3

AVERAGE TIME SPENT BY S EMPLOYEES
IV TRAINING —FY 70

GS Grade Group ‘time Spent in Training

GS 1-1 10 Hours {1 Day, 2 Hours)
GS 54 20 Hours (2 Days, § Hours)
(:S9-12 32'3 lours (§ Days, '3 Hour)
GS 13-15 31 Hours (3 Days, 7 Hours)
GS 16-18 14" Hours (1 Day, 6'; Hours)

Comparing participation by agency and fiscal
years shows some marked fluctuations among
agencies ana between years 1967 through 1970;

E TCvn follovin, page}
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Table 1

PARTICIPATION BY AGENCY AND FISCA L YEAR

) % CHANGE % CHANGE
AGENCY FY 1967 FY 1968 |__ FY 1969 FY_1970 ?Engigg %ET2§E§0
TOTAL..vvneennnn.. 1008780 1034793 1076169 1077653 + 17 + 6.8
DEFENSE ... vuunnnn. 527304 521510 . 18451 460923 ~-11.1 ~ l2.58
ARMY . . oot ( 204599) (172773 ( 192603) ( 175164) (-9.1) (~ l4.4)
NAVY . voviennnen ( 140876) ¢ 172821) (163372 ( 136675) (~-16.3) - 3.0
AF. ... oo, v 145069) { 122688) ¢ 112400} ( 104059) (- 7.7 L~ 23.3)
DSA.eveerennin. ( 25998) ( 29495) ( 29640) { 26994) (- 8.9) (+  3.8)
OTHER DEFENSE.. | ( 10762) C 23723) L 20036) ¢ 18031 (-10.0) (+ 67.5)
POST OFFICE... 75323 92499 144198 169684 +17.7 +125.3
TREAS: ¢+ v vvnerrnnns 66231 38813 73465 71291 - 3.0 + 7.6
AGRIC ............ 57996 62955 66730 B3438 +25.0 +  43.9
VoA oo innnennn, 40189 38605 45338 41785 - 7.8 + 4.0
INTERIOR «vvivvnenn 48327 47168 43060 36142 -16.1 - 25.2
DHEW: « c vt vanrvnnen 37955 72553 35760 41456 +15.9 + 9.2
TRAKS. . ...ievenn. 36053 33107 23931 32864 +37.3 - R.8
NASA ....cvnnnn. 32629 23192 21635 23217 +7.3 - 2B.%
DCGOVI . ..ouunnn 8322 16807 16454 21493 +30.6 + 158.3
JUSTICE vvvvvnvnn, 13327 15324 15914 21048 +32.3 + 57.9
COMMERCE ......... 9974 11277 14601 15640 + 7.4 + 57.2
GSA vvevvonneenan. 8216 12409 11828 17848 4+ °.9 *117.2
PANAMA CANAL - - - .. 12112 7868 6472 5493 -15.0 - 54.6
LABOR v oveveennnn £590 8858 6006 6628 +10.4 4+ 444
SEL SVC..vvnunn.. 1651 3977 5707 4461 -21.8 +170.2
STATE .......... 694 1566 5271 3296 -37.5 + 22.3
HUD ccvvevonnnnnn 4311 8311 3400 3629 + 6.7 - 15.8
AEC . et innnennnnn. 9485 3673 3387 2904 -14.3 - 69.4
SY BUS . «vvnnvnnn, 4051 2970 2420 1816 ~25.0 + 85.%
CAD v 1281 2374 2165 2031 - 6.2 + S58.5
L1B OF CONGRESS.. S04 756 935 1105 418,22 + ne2
CSC vvvvien .. 1352 987 1084 1770 463.3 + 30.9
ALL OTHER*, . ..... 4135 6854 7618 7646 + L4 + 84.9

* 33 Other agencics, cach reporting fever thoy 1,000 partfcipants in bY
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B. Training by Type

In the subject matter categories, 15 percent
took their classroom training in the Medical, Sei-
entifie, Engincering, Legal and related fields; 38

percent attended Technical programs; 23 percer’
were trained in Adwmidnistration, Manege
and Supervision programs; and 24 percent 1 x
courses in the Othey categories.

PARTICIPATION BY TYPE AND SOURCE OFF TRAINING

Table 5
Totai Internal

TOTAL 1,077.653 828,289
Pre. § essional.

Scientific + d

Fngineering 164,151 96.663
Technical 108,160 230,729
Sup.orvisory and

Menagement 242171 183,299
Other 262,571 217.598

Non-Government

Interagency Short-"Term Long-Term
79,911 167,755 1.665
7,959 58.506 1,323
231,38 51,296 87
30,861 27,762 219
17,776 27.191 6

¢

Profcssional, Scientific and Engincering

Training for medical, scientific, engineering,
legal and cther professions includes courses de-
signed to keep these personnel abreast of techno-
logical advances and to impart new knowledges in
their specialized fields.

Summary data shows that nearly 11 percent
fewer employees attended formal classroom train-
ing in this category than in fiscal 1969. This de-
creasc could be attributed to changes in program
emphasis by individual agencies in the scientific
and engineering areas,

Although training decreased in this subject
meztter area, it still represents 15 percent of the
total Federal participation and 24 percent of the
total participant man-hours for fisca® 1970. This
type of training continues to sliow the greatest
proportionate growtn—nearly 52 percent—be-
tween FY €7 and FY 70. Non-Government train-
ing was the most used source for this type of
training, as over cne-half of the total non-Govern-
ment man-hours were devoted to this training cat-
egory,

Of the 164,451 participants who reccived this
type of training, 79 percent were men and 21
percent were women. A review of those positions
that fall within the professional, scientific, and
engineering occupational groupings show that 84

E lC to be a disproportionate ratio of men to

Aruitoxt provided by Eic:

women was not a result of prejudicial selection
process, but rather a reflection of the employment
picture. Summary data shows that women spent
proportionately more time in the classroom than
did their male colleagues.

Technical Training

Technical training includes courses designed
to enhance the skills required to perform the tasks
or operations of a job. Into this training categors
falls specialized “how-to” courses in fields such as
crafts and trades, position classification, procure-
ment analysis, computer programming, claims ex-
amining, etc.

Technical training continues to be the most
used type of training. Statistical data shows
408.460 instances of participation (or 38 percent
of the tetal participants and 46 percent of the
total participart. man-hours) were spent in tech-
nical training in fiscal year 1970.

Federal employces spend more time in ihe
formal classroom in technical training than the
other three types. One-third »f the female partici-
pants were given technical training, and on the
average they spent 45 hours in the classrcom. The
percent of men (394¢) and women (349 ) trained
in the technical training category remains rela-
tively unchanged betwceen fiscal years 1969 and
1970.

In fiscal year 1970, 7,676 or (49 percent)
more participants received technical training
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through interagency sources than in fiscal year
1969, while non-Governme: ¢ (long-term) training
decreased 33.1 percent. Both internal and non-
Government  (short-term)  training sources
showed slight decreases during fiscal year 1970.

Supervisory and Menagement

Supervisory and management tiaining includes
courses designed to enhance supervisory, manage-
rial, administrative or executive skills, knowledge
and abilities. This tvpe of training includes train-
ing in such fields as public administration, politi-

70 percent and 40 percent increases in participa-
tion for women and men respectively between
fiscal years 1969 and 1970. Both men and *vomen
received proportionately equal amounts of train-
ing relative to their populations.

Other Training
Other training includes programs 1ot appro-
priately ~ategorized in the preceding training cat-
egories, such as:
Apprentice Programs
Clerical and Office Skills

Communication Skills
Defensive Driving

cal science, and business administration. Consumer Education Firefighting

The 1ost dramatir increase in training for Fire Prevention Food, Sanitation and
fiscal 1970 occurred in this ¢ pe of training. The First Aid Health
mandatory reguired minimum standards for new Languages Medical Self Help
supervisors appointed after June 30, 1969 (as out- Orientation Federal Summer
lined in Appendix A to FPM Chapter 410) were Safety Employment

responsibie for the ircreases reported in this type
of training, (Fircl-line supervisors are discussed
in more detail later in this section.)

Although, supervisory and managexicnt
training expericnced a steady decline betwzen
fiscal years 1967 and 1969, suinmary data for
fiscal 1970 shows 73,595 more instances of partici-
pation or a 44 percent increase between fiscal
years 1969 and 1970. The largest percentage of
change between fiscal years 1969 and 1970
occurred in non-Government (long-term) train-
ing. However, internal training showed a net in-
crease of 53,012 instances of participation over
fiscal year 1969 and continues to be the most used
source of training for satisfying agencies needs in
this category.

Supervisory and managemen{ training
accounts for 23 percent of the total participation,
but only 15 percent of the total participant man-
nours. ¥ou this type of training, agencies reported

Civil Defense Program for Youth

Agencies reported nearly 18 percent fewer
instances of training for this type of training in
fiscal year 1970. Interestingly encugh, Postal
Field Service participation increased nearly 18
percent during 1970, but their participation in the
“Other” training category decreased by 4.6 per-
cent.

Over one-half of all the females employed in
the Federal service are found in the secretarial
and clerical occupations, a1:d they receive the bulk
of their training in the “Other” training category.
Thirty-six percent of all the females trained and
23 percent of the total female participant man-
hours fall in this type of training. It appears that
the clerical and secrctarial employees received
substantially less training in fiseal 1970 than in
fiscal 1969. Both men and women received propor-
tionately less training in this type of training as
compared to the other three types of training.

Tablc 6 PARTICIPATION BY TYPE AND FISCAL YEAR
% Charge % Chang»
FY 1967 Y 19 1N 1969 Y 1970 Y 69:70 EY 67-70
TOTAL, 1,008,780 1.031.794 1.076,169 1.077.653 + I% ¢ 687
Professional,
Scientific and
Fngineering  108.307 97,773 183,891 164,451 + 10.6% + 51.8%
Technical 110,075 511,173 104,329 108, 160 + 1.0% - 9.0%
Supervisory and
Management 183,654 178,719 168,876 292,571 + 43 6% + 32.1%
Q
]:MC Other %3,743 217,09 219,073 260,571 C17.7% - 19%

Aruitoxt provided by Eic:
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C. Participation and Man-Hours

In their FY 1970 annual reports on training,
aygencies reported the number of instances of par-
ticipation and participant man-hours by grade
groupings. This data by itself has little meaning
unless the number of participants and participant
man-hours for each of the five GS grade groups
and Wage System groups are compared +ith the
Federa! population and total “available’”’ man-
hours rrspectively within an agency. The result-
ing ratios provide a more accurate measure of
partidipation and time inveolvement in training
activities and allows for comparisons among
grade groups.

There were three separate and distinct analv-
ses made with the data that warrant further ex-
planation. For each of the five GS grade groups
and the Wage System group, the instances of par-
ticipation were divided by their populations giv-
ing the pcrcentage of participation in relation te
its workforce. The training participant ratios
amony the different grade groups were placed in
ninierical sequence, i.e., from the lowest to the
highest numerical percentage. The difference be-
tween the highest and lowesl numerical percen-

Figure

COMPARISON OF PARTICI

GRADE GROUPINGS

NUMBER
OF AGENCIES
55~

tage was divided by thiree. This operation in
effect, divides the rimnge of numerical percentages
into three equal parts or thirds. For simplicity,
the lower, middle, and upper one-thirds have been
trunslaled inio below average, average and above
average. The same arulysis was made in comj ar-
ing participant man-hours ty total available par-
ticipant man-hours. (Agency by agency listing by
population, participant m:n-hours among grade
groups are found in Section V.)?

The first part of the analysis shows the pre-
portion of participants within a grade group who
receive iraining. It also shows what percentago of
the total man-hours are devoted to training these
employees, FKach grade group can be compared
with the nther grade groups. In effect, this shows
what grade groupings are receiving “more” ov
“less” training in comparison to other employees
in an agency.

The second analysis nses the first analysis’

1T he number of Federal! marhoars vas derived Ly using » 227 day
man-vear for eorh employee, (260 dayvs less 8 pasd hotidayy, 200 days
annval lease and & days sick Laser. The 227 day mun-pen times ®

hours equels Wotal “prailable” Federal manhous.

TA summary of the ccmpariscns ate graphically depicted on Figure 4.
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Figure 4

COMPARISON OF PARTICIPANTS TO TOTAL POPULATION AND
PARTICIPANT MAN-HOURS TO TOTAL MAN-HOURS
AMONG GRADE GROUPINGS WITHIN AGENCIES

PARTICIPATION MAN-HBOURS
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parficipation to population ratios to make
linear comparisons within a grade group. The dis-
tribution of participant ratios were divided into
thirds, and the system of ranking was set as fol-
lows: 0 to 307 —below average; 3197 to 4547 —
average; 467¢ or above—above everage.

This analysis shows how much training was
received by employees in the various grade group-
ings Government-wide.

The third analysis placed each of the five GS
grade groups and the Wage System group popula-
tions within an agency in numerical sequence. An
arbitrary ranking of grade group populations was
made; and in effect, divided the grade groups into
three equal parts or thirds. Like the first analysis,
the thirds were translated into below average, av-
arage, and above average. The third amnalysis
compares grade group populations with their per-
centage of participation.

This analysis shows how large or small each
grade grouping population was in comparison to
other grade groupings, These grade gironp popula-
tions can be compared with the npumber of in-
stances of training and man-hours of training.

Lower-Level Employees

The amount of training given to employees in
the same grade groups differed widely among
agencies for FY 70. After making the three analy-
~es mentioned above, it showed conclusively that
lower-level employees (GS 1-8 and Wage System)
received propotrtionately less formal classroom
training than did other level employees.

The first analysis showed that the ratio of
participants to population for 31 out of the 53 (or
€1 percent) of agencies ranked below average for
(3 grades 1-8. This analysis also showed that 91
percent of the agencies wage system employees
when compared to GS grade groupings ranked in
the lower one third when participant ratios and
participant man-hours ratios were nade. For GS
1-1 eniployees, 66 percent of the agencies partici-
pant man-hour ratios were below average when
compared with other grade groupings. The results
of the 2d and 3d analyses corroborate the findings
of the first analysis.

Among employees in GS grades 1-1, four
agencivs had very low training participation ra-
tins and three agencies had extremely high ratios.
Nine agencies had ratios below 15 percent among
their Wage Beard employvees, while Treasury and
Justice had ratios above 70 percent,

' detailed discussion of lower-level employ-

E lC‘cuto(l on prage 15 of this section.

Aruitoxt provided by Eic:

AMiddle-Level Employcees

Employces in GS grades 9-12 were trained in
greater numbers relative to their population and
spend more hours in the formal classroom relative
to the total available man-hours than any other
grade group. The largest General Schedule popu-
lation is found in the 9-12 grade group. One rea-
son this GS grade group receives more training is
the current emphasis on developing and enhane-
ing skills of young professionals—most of whom
are in the 9-12 grade group. Another is that col-
lege graduates appointed through the Manage-
ment Intern and Federal Service Entrance Exam-
ipation undergo a period of trainin:, both on-the-
job and in-the.classroom, in preparation for their
ultimate job assignments,

For grades 9-12, 81 percent of the agencies
participation ratios were ranked fron: average to
above average in relation to the number of em-
ployees in these grades. Sixty-two percent of these
agencrs were ranked in the above average cate-
gory for participation. However, only 43 percent
of these agencies were ranked above average for
participant man-honrs, This analysis shows these
cmployees participate in more training than other
groups, but the courses they attend require less
formal classroom time.

For S grades 13-15, 75 percent of the aven-
cies participant ratios were ranked average to
above average. Also, 70 percent of ihe agencies
participant man-hours ratios for grades 13-15
wete ranked average to above average when com-
parced with the other grade gronpings within their
0wWn agency.

The second analysix also showed that for GS
grades 9-15 two-thirds of the agencies participa-
tion in relation to their popnlation were ranked
from average to above average. For employvees in
GS yrides 9-12, only two agencies had partici-
pant ratios helow 40 percent, while 13 agencies
had participant ratios above 70 pereent.

The third analysis shows that for GS grades
0-15, 9 out of 10 agencies were ranked as receiv-
ing cquar or more training when conipared with
vther grade groups.

Ercentive-Level Emploiecs

At the executive leve) (GS 16-18), 53 percent
of the agencies analyzed were ranked below aver-
age for parlicipation in relation to the number of
emplovees within these grades. However, sum-
mary daia for GS grades 16-18 shows an 11 per-
cent increase in participation as compared with a

o 1 percent decraase of population between fiscal
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years 1969 and 1970. It appears that Federal ex-
ecutives are now participating in training experi-
ences to a greater degree, but are still receiving
proportionately less training than other profes-
sionals, Summary data shows that 658 or 26 per-
cent of the total Federal executive instances of
participation were received at the Federal Execu-
tive Institule, and accounted for 89.5 percent of
their total participant man-hours, (The average
supergrade spent approximately 199 hours or 5
working weeks at the Federal Execntive Insti-
tute.) For each of the other, 1830 reported in-
stanees of participation, Federal executives on the
averape spent just slightly more than 8 hours in
formal classroom training.

The second analysis shows that executive
level employees received less training than mid-
dle-level employees, but received more than low-
er-grade employees. Among the executive-level
enmployees, eight agencies had participant ratios
below 30 percent, while four agencies had nartici-
pant ratios above ™9 percent.

The third analysis shows that 17 agencies
have below average populations at the executive
level, but ranked above average for participation.
It should be noted that these 17 agencies only
represent 20 percent of the total executive popula-
tion.

The Federal executive has received more
training in fiscal year 1970 than in previous
yvears. Training for middle-leve!l employees has in-
creased considersbly over the last three years.
These trends arn likely to continue, as more agen-

cies implement programs of supervisory training,
as scientists at mid-level eontinue to require train-
ing for updating, and as the increasing complex-
ity of Federal programs demands more specializa-
tion on the part of managers and their specialized
staff. Law enforcement training and training in
labor management relations will also affect the
middle GS levels more than other employment
groups. This trend may be modified, however, if
scientific and professional training declines again
this year as it did during fiscal 1970 and if super-
visory training le- ¢is off.

While middle-level employces and executives
have received appreciably nmore training over the
past four years, lower-level GS employees and
Wayge System emiployees received appreciably less.
Thix fact is somewhat disturbing in light of the
current emphasis on establishing upgrading pro-
grams for lower-level employers. Given the train-
ing growth of 1 to 1 percent for all employees, it
is nnlikely that past trends for mid-level scien-
tixts, professionuls, and supervisors can continue
at the =ame rate while at the same time large-
scale upgrading programs are instituted—unless
agencies are willing to expand the quantity and
variety of training resources.

Wonmcen

Summary data reflects a 7.1 percent increase
in training participation for women between fiscal
vears 1969 and 1970, while the male employees
received 2 percent less training. Thirty-five per-
cent of the female population received training in

Figure 5
COMPARISON OF GS MALE AND FEMALE POPULATIONS

TRAINED WITHIN GRADE GROUPS, FY 70
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fiscal 1970 as compared to 32 percent in fiscal
1969, while the mnumber of males trained de-

creascd from 41 percent to 39 percent of their
populationh over the same period of time.

Table 7 PARTICIPATION BY SEX AND I'ISCAL YEAR
¢ Change <t Change
FY 69 FY 67
EY 67 Y 68 EY 69 Y70 to IY 70 to FY 7
TaTatl, 1,008,780 1,034,793 1,076,169 1,077,653 4% + 6.8%
Male 724,515 793,026 828,121 811,130 ~2.1% + 2.1%
Female 211,705 241,767 218,018 206,523 17.4% +24.4%

In the past three years, Federal managers
appear to have made a conscious eflort to train
their female employees. Between fiscal years 1967
and 1970, the training of Federal female employ-
ees has increased by 52,250 instances of participa-
tion {or 24.4 percent), while the training of male
cemployees inercased by only 16,515 instances of
participation (or 2 percent) over the same time
span,

In the discussion of Training by ““ype on
page 9, it was noted that women in the profes-
sional, scientific, engineering, legal and mtedical
professions received proportionately more train-
ing than did their male counterparts.

The training of Mederal female executives
((:S 16-18) increased over 300 percent between
fiscal years 1969 and 1970, while their population
declined 8 percent. There were 82 reported in-
stiances of participation for the 66 Federal femaln
executives on the payroll. Over one-half of this
activity occurred in the Department of Health,
Education and Welfare, which reported 43 in.
stances of training for their 13 female executives.

Sixty-five percent of the female population in
grades 13-15 received training in fiscal 1070, Par.
ticipation for grades GS 13-15 increased <bout 28
percent. it net increase of 811 instances; while the
population gresw 14 percent or a net increase of
717 employees. )

Women emiployed at grades GS 5-8 accounted
for 12 percent of the total GS female partieipa-
tion and 57 per« ent of the total GS 5-8 workforce.
Summary data shows an 11 percent or a net in-
crease of 7,220 instances of training compared to
a7 pereent or a net increase of 14,758 eniployces
within these grades betv-eon fiscal years 1969 and
1970,

Although, the Federal service has made solid
yains in training its female employees in grades 5
@ 18, there are two noticeable exceptions,

E lC\ first exception was noted in gradez GS

Aruitoxt provided by Eic:

1-4. The females within these grades received 5
percent less training than in fiscal 1969. However,
it should be noted that their workforce decreased
by 20,000 employees or 7.4 percent during fiseal
year 1970. During fiscal year 1970, agencies re-
ported that 40 percent of the total GS female par-
ticipation and 37 percent of the total GS female
participant man-hours occurred in grades GS 1-4.
Women were trained proportionately less in
yrades GS 1-4 than were men, and both men and
wonien 1n these grades received significantly less
training than did employees in the other GS grade
levels. An agency by agency review of summary
data shows thal 24 agencies trained less GS 1-4
female employees in FY 70 than in fiscal 1069,
However, D.C. Government, Civil Service Com-
mission, Department of State and Equal Employ-
ment Opportunity Commission reported sizable
training increases for their low-level female eni-
ployees between fiscal years 1969 and 1970.

The sccond exception was noted in non-Gov-
crnment (long-term} training. Only 5 percent «f
the 1.665 Federal employees participating in
{raining of more than 120 days were women. ¥if.
ty-four of the 90 women were employed in (08
yrades 9-12, Sixty-seven percent of the weinen
trained were employed in the Medical and Hospi-
tal Series (G8-600) and Social Science and Psy-
chology Series (GS-100).

Lower-tirade Levels

Employees at GS grades 1-4 accounted for
25.0 perecert of the total General Schedule work-
force, 16.4 percent of tlie GS participation, and
12.3 percent of the total participant man-hours,
The number of 63§ 1-1 participants decreased by
4,631 or 1 percent while their workforce de-
creasedd by 28239 or & percent between fiscal
years 1969 and 1970, The participant man-hours

 decreased by 185 percent over the same perind, a
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net decrease of nearly 1 million participant man-
hours.

For GS grades 1-4, over one-half of the re-
porting agencies had iarge populations. bt their
percentage of participation was ranked below av-
erage. This analysis also shows that 81 percent of
the total GS 1-4 population was employed by
those 47 reporting agencies. Only 6 agencies had
training participation ratios which ranked above
average for these yrrades, but these 6 agencies rep-
resent less than 1 percent of the total GS 1-4
population.

For GS grades 1-1 and 5-8, thirty-four out
of 53 agencies were ranked in the lower onc-third
for training in the formal classroom in relation to
their population within their agency. Sixty-six
percent of the agencies participant man-hours for
GS 1-1 employees were ranked in the lower one-
third relative to their total available man-hours
aniong grade goups within their agency.

Thirty-six agencies have average to above av-
crage GS 5-8 population, while their participation
was ranked below average. These 36 agencies rep-
resent 34 percent of the total GS 5-8 workforce,

Wage systems employees accotnted for 13
percent of the total number trained in fiscal 1970
and 26 percent of the tolal Federal population.

Ninety-one percent of the agencies reported that
Wage Systems employees were ranked in the
lower one-third both in participation and partici-
pant man-hours when compared with the GS
grade groupings, This is consistent with the suni-
mary data which shows a 13 percent or 21,416
decrease in instances of participation, while their
population increased 12,519 employees or nearly 2
percent during fis-al 1970.

It was found that training participation for
the Wage System employees of 14 agencies was
ranked below avercage, while their population was
rauked average to ahove. These 1.1 agencies repre-
sent 95 percent of the total Wage System popula-
tion.

FY 1970 summary data unequivocally shows
that with the exception of Postal Ficld Service,
lower-grade employees received less training and
spent fewer hours in the classroem proportional
to their population and total man-howrs than did
any other grade grouping of Federal employees.
The trend of decreasing instances of participation
in the lower grades should he reversed in fiscal
yvear 1971, when such . pecial emphasis programs
as “Upward Mobility™ and “Public Service
Careers” are implemented.
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First-Level Supervisors

The position of first-level supervisor has
many unigue characteristics. The person occupy-
ing thix position is literally the middleman, with
responsibilities to his employees as well as to
management. He needs a well founded knowledyge
of his gecupation and an equally solid understand-
ing of the structure and operation of the organi-
zation. He must have administrative skill, analytic
and conceptual ability, skill in human relations,
leadership ability, capacity to get the joby done
and technical know-how. It is rare that a first-
level supervisor enters into his position with the
knowledges and skills necessary to cope with its
rany requirements. Therefore, the Commission
requires that sultable initial training be provided
all newly selecled fivst-level supesvisors either be-
fore they assume their new duties or as spon after
as posxible. As a general rule the required train-
ing for each new first-level supervisor should be
1o less than 80 hours of formal instruction or its
equivalent (when formal instruction is not possi-
ble) within his first two years. However, cach new
supeuvisor is required to have at least 10 hicvrs of
training either before or within six months after
entry on duty ax a supervizor.) These require
ments are in etfeet for all lew supervisors ap-
pointed after June 30, 1969.

Figure 6

FIRST-LEVEL SUPERVISORY TRAILING, FY 70
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Forty-seven agencies reported that 11,827
(or 5 pereent) of the 18,125 new svpervisors
received at least 40 hours of supervisoary training
daring fizeal year 1970, Six agencies reported
hicvirge trained all their new sug 2rvisors and four
veparted netraining duving fiscal vear 1976,

The training requirements were met through
ageney desimed and conducted courses, inter-

The largest number of agency employees (9,000)
were reported trained in four interagency courses
conducted nationwide by the Civil Service Com-
mission. These four courses are: Introduction to
Supervision; Supervision and Group Perform-
ance; Basic Management Techniques 1 and Basic
Management Techniques 11.

In addition to training newly appointed su-
pervisors, 43 agencies reported training 110,687
or (72 percent) of their first-level supervisors ap-
pointed before June 30, 1969.

The response by agencies in ecting the
needs of their new supervisors through the re-
quirements of the Commission has been commend-
alle during the past year.

D. Cost of Treining by Souree

This year’s report moves one step closer to
answering the frequently asked question, “How
much did training cost?' Agencies for the first
time were requested to report internal training
costs and expenditure data on books and materi-
als, contracters, and other related corts, in addi-
tion to reporting tuition and related fees, per
diem. travel, and the salary costs of both full and
part-time training personncl,

Summary data shows that over 2187 million
were expended for teaining in fiscal yvear 1970, Of
this total, .16 percert was expended for non-salary
items and 54 percent was expended for salavies.
Non-salary costs included such items as tuition
and fees. per diem, books and materials, contrac-
tors, rental space, aids and equipment and other
related costs. Salary cost included both full-time
and part-time training statl’ salaries.

Noa-Sulary Costs

The total non-salary expenditures for inter-
nal, interagoney and non-Government training for
fiscal 1970 were nearly £87 million. The largest
non-salary expenditure was for internal training
—34.1.5 million or 51 percent of the total, (This
figure does not inclucle £32.1 million in salaries
earned by both full-time anl part-time instrue-
tors, which iz considerad a part of the total in-
ternal training costs.)

During fiscal year 1970, expenaitures for in-
teripency and non-Government wraining increased
neariy 19 percent. Interagency training costs in-
creased by 81,893,313 or 24 percent while partici-
patien in this source increased hy 9,578 instances
or nearly 14 percent. The cost of non-Government
(short-lerm) tfaini . increased by $1.6 million
(or 20 percent) while participation in this source

I:l{llcqn-_\' programs and non-Government facilities,
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o1 training 1ncreased only 2 percent (or 3. J79 in-
stances). Non-Government {long-terni} training
costs edged forward by 3 percent (or 3122,932),
while participation declined by 10 pescent (or 190
instances). The cost increazes shown for non-Gov-
ernment training was a result of additional re-
porting requirements. If these additional costs
were subtracted from the total, non-Government
training costs declined neurly 4.0 percent (or $1.1
million) between fiscal years 1969 and 1970.

The non-salary exp:nditures and average
participani costs for trairing by type during #isca!
1970 were:

o Internal; $14.5 million was expended on

Table 9

the training of 828,289 participants; or an

average participant cest of $54;
¢ Diteragency: 79944 participants  were
trained at a rost of $9.8 million for uan av-
erage cost of 3124 per instant of training;
Nonw-Government (shortterm): 165155
participants received truining at a cost of
$25.5 million for an average cost of $170
per inslant of training; and

¢ Non-Government (long-term): 1,665 par-
ticipants were trained .t a cost of $3.9 mil-
lion, or an average rost of £2.363 per in
stant of participation.

NON-SALARY PAPENBUIURES 1TOR TRAINING,

BY §YPE, 'Y 1970

NON-GOVERNAEN|

TYPE OF EAPENCE TOTAL INTERNALY  INTERAGENCY 120 Days In Facessof
. orless 120 Days

Totals £60,888,235 SLLAX.9 W §.883.69 1 §R,543.757 $1933.535
Tuition and

Reiated Fees 23,260,631 NE ORURR 15,299,261 231,01
Travel 16,482,399 " .65 1,152,662 3,052,000 T6.837
Pee Dicm 130,980,891 22,960.091 2,155,209 156 1.9 1000, 119
Other

Related Cost s 16,103,311

Haternal trainin, :sts reported for first time.

10,331,540

5,627,155 2551

115871

During fiscal year 1969, th? average partici-
pant cost for interns! training was not known,
The average cost per instant of purticipation for
FY 1969 was: interagency—-$115; non-Govern-
ment (shori-term)--8146; and rnea-Government
(long-term)—82,054.

Salary Cosls

The total training personnel expenditure (in-
cluding fullidime and part-time personnel) in-
creased nearly 28 percent between fiseal years
1969 and 1970; a net increase of 227 million.
Nearly 90 percent of the training personnel in-
crease . for fiscal year 1970 were reported hy
three agencies. If these disproportionate increases
are excluded, the increises in the pereentages of
full-time training personnel was, like the number
of participants and Federal population increases,
anly 1 percent,

The three agencies were:
* the Department of Tranzportation whaose
training stafl increascd 43 percent as a re-

e

sult of Federal Aviation ifyency coinplet-
ing its stafling program.

* the Treasury Department which increased
its full-tinme traininge statf by 97 percent as
a rexult of the Treasory Law FEnforiement
School completing its stafling progiam.

¢ the Department of Health, Education and
Welfare which showed & training stall in-
crease of 33 pervent——principally as a re-
sult of their aot reporting 81 Pullic Health
Service Comumission corps traiping por-
xontne] in fiscad 1969,

The »eported $£22 million increace o, fuil-timie
training il =alaries hetween FY 69 and €Y 7o
wias atfected by :

* The hiring of an additional 788 training
personnel with an accompanying salary in-
crease of £9.7 miltion;

e Public Law 90206, Federal Sdlary Act of
19¢7, which increased cach  individual

JJ/ training staff member's annnal salary on



an average of nearly 31,750 a net increase report the number of full-time training personnel

of 12,4 million. by grade, position, and annual salary. The number
To ascertuin ti, ining stafl’ investment during of part-time training personnel was reported only
fiscal year 1970, the Commission asked agencies to by position, estimated man-years and salary.
Figure 7

DISTRIBUT4iON OF FUL!L-TIME TRAINING PERSONNEL FY 70

INSTRUCTORS

TOTAL: 7,076

S —

Fifty-two agen.ies reported expending over
2100 milion in wadaries on employee training per-
sonne] who devote? 8516 man-years to the train-
ing of Federal employees.

o LT FEmplovee Development  Officers

carn 2R LTTT TS in salaries.

o 3120 insbruetors received SE2135070 g

siliries,

o 2611 administrative and clerical support

personnel Foceived 323,678,730,

In fiseal yoar 1670, 7076 full-time training
persenned peceived FR7.02 million in salaries. Full-
time Graining stails have grown 11 percent (or
2.017) hetween fiseal years 1967 and 1970 42 com-
pared with o 10 percent increase of Federa, em-
plovment. The aatio of full-time derical support
pevsornel (o full-time professional (DO aud In-
structor) tradning  personiel has shifted from
VA FY 67T to 126 in FY 70,

Payi-Tiwee Feoaivivg Pvosonm ]
Part-time frafning personnel are defined as
Q e cimployees who spend at least 25 perert of

ERIC
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CLERICAL AND ADMINISTRATIVE SGPPORT

1,952

th2ir time but less than full-time in aclivities re-
lated to {raining,

Forty agencies reported part-time training
personnel worked an estimafed 1,40 man-veurs
and received 213.336,228 i salaries. The part-
tine st represents tem ly 15 percent of the total
training <tatl wnd 13 percent of the total training:
expenditures for fiseal vear 1970, Aftei remaining
constant for fi~cal years 1968 and 1969, the num-
ber of parttime training statf man.years in-
creased by 131 or 30 percent during fiseal year
1930, These incrca<es may be the resull of im-
proved methods of collecting and reporting data
by the ayrencies.
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1. ACCOMPLISHMENTS THROUGH
TRAINING

Th2 training courses and programs of Fed-
eral Agencies involve many employees and in-
stances of trainir~. The various methods and
techniques used to satisfy the employee training
needs ofter. require imauination and ingenuity,
The examples listed below have been s ted for
their representation of the multiple and various
approaches that have accomplished and satisfied
training needs during fiscal year 1970. The exam-
ples have been selected from agency reports to
illustrate aclivities under the following catego-
ries:

—to improve the performance of current du-

ties;

—to provide opportunities for employees to
reach their full potential—as an invest-
ment for tomorrew;

—to keep abreast of the “state of the art”
and maintain specialized proficiencies;

—to accommodate to changing equipment or
nitssion assignments;

—to develop skills unavailabla through exist-
ing reeviitment sovrces.

What training was e .ducted to timprove the
performance of current dutics?

Defonse Contract Audit Agevey

The Defense Contract Audit Agency placed
major emphiasis on move effective audit planning
and perfcrmance at the operating level through
use of Total Audit Concept Technique (TACT).

The headquarters office developed and pre-
sented formal instructions to =everal regional
groups, Itz nse has benefited many ficld audit
oftices in their approach to overall accomplish-
ment of audit 1equirements at major contractor
lacations, Increased efliciency and improved audit
projects have already acerned to the Agency, and
additional henelits are expected in the future.

Department of Health, Education and Welfare
Upward mobility training is receiving em-
phasis theonghout the Department of Health, Ed-
nucation and Welfare. In many instances agencics
are making plans for personal interviews with all
non-professional employees to determine their
needs and interests. Wherever possible, training
will be inipleniented in order that these employees
may improve their qualifications in their present
jobs and or prepare themselves for higher level
pasitions in the Government. The program will
l:lillcn the emiplayees career develnpment goals

Aruitoxt provided by Eic:
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and ambitions, Included in the program will be
career development counseling with a specifie goal
of enabling each employee to develop an individu-
ally tailored treining plan,

Department of the Aiy Foree

The Department of Air Force condveted
training at Offutt Air Force Base v» ‘mprove the
performance of supervisors. The supervisory
course was conducted through local television re-
sources. Through negotiitions with the University
of Nebraska at Omaha un arrangement was made
to televise hour-long TV broadcasts, two days per
weeh for 12 weeks. The interest and participation
of the supervizors was outstanding.

Veterans Administration

Personne] at the Veterans Administration
Hospital in Lexington, Kentucky learned a new
technigue in using planigrams, As o result of
learning this technique, personnel can develop
four pictures in place of only one on cach sheet of
film. Conzequently, four timas the normal use can
now be made using the film with a corresponlding
savings in cost. The development of this technique
has enabled physicians to have better quality films
and to provide more accurate interpretations
when examining for heart and artery catheriza-
tions.

Internal Revene Service

In July, 1969, service centers of the Tuternnl
Yevenue Service bevan using a systems approach
to training. Basically this process involves isolat-
ing specific skills required by a particular joh and
the strict limitation of training to these required
skills. More time is required for developing the
necessary training materials. but the process
miakes possible substantial reductions in the num-
ber of hours reauired for conducting teaining.
The gain resulting "rom using this process wax 60
man-vears in MY 90, a savings of approximately
231£,000.

Depytnient of the Novy

A naval weapons center reported an ad-
vaneed study prograra in prhlic administration
for adwinistrative and personnel  emplovecs,
Through such rourses as personnel resources nd
financial resources administration, organization
an? management theory, and administrative sys-
tems analysis these emplovees are ahle to main-
tain proficiency in their individual ficlds and im.
prove performance of their dutiez at the same
time. One-half of the program was composed of
seientific ard eryinecring management personuel.

o2



Instruction was provided by a blend of aca-
demic and naval weapons center employces, sev-
cral of whom were scientists or engineers. The
blend of instructors -ontributed significantly to
the program. A significant collateral benefit to the
Center was the interface between technical and
aaministrative perscnnel in this type of classroom
sitnation, narticuiarly with the subject matter of
the program courses.

What training was conducted to provide op-
povtitnities for employees to reach their jull po-
tentiol—as an investmment for tomorroiw?

Depavtment of Commerce

During FY 1970 the Bureau of the Census
provided training programs for nineteen interns
and placed them in organizational areas where
managerial staffing needs were deemed te be most
«rucial in the next few years. Kach intern was
asxigrned to a field oflice to gain experience in op-
erations during the Decennial Census. Several
interns are still working in this capacity in areas
where the Burcau is attempiing to achieve maxi-
mum coverage of ghetto arcas. The remainder
have been aswsigned to arcas where their experi-
ence and potential can be of most benefit to the
Bureau,

This training has been an investment by the
Burean n anticipation of forther operations, na-
tionally and locally, that require cKills and experi-
ence in statistics and correlation of data for accu-
rate determination of our national neesws and
priorities.

Department of Diterior

In anticipation of the rapidly growing de-
mand for personnel in state and local air pollution
control agencies, the Institute for Air Pollution
Training, Office of Manpower Developmen,, devel-
oped a summer program for college students. The
first phase of thiz program involves six weeks of
clisroom instruction in basic concepts of air pol-
Iution c¢ontrol. The second phase includes six
weceks of on-the-job training and work experieice
with a state or local control agency, The first of
theze programs was conducted June to August
19700 in Houston, Texas, with 35 trainees in at-
tendance. Evaluation of the initial program is
now heing done prior to initiating six similar
training work programs in the Summnier of 1971.

As part of the battle against pollutier, a
conrse in water pollution was completed by ten

the Morgantown Energy Rescarch Center, Mor-
gantown, West Virginia. Research projects at the
Center are vitally involved with problems ot pol-
lution resulting from mine dJdrainage and the
water used in mining processes. In an effort to
meet future program and staffing needs, a consid-
erable number of the Bureau’s employees attended
coarses in subjects which would expand their abil-
ity to assume new roles in the work to be done.
Such courses included “Gas Chromotography,”
“Atomic Absorption Sgectros-Capy,” “Propertics
of Dusts,” “Smokes and Mists,” and “Industrial
Noise and Engincering Conty *”

National Aeronautics and Space AJdministration

A number of Kennedy Space Center person-
nel atiended several courses to prepare for future
spice programs. lKxamples of these ~ourses reflect
the planned programs: “Planctary Quarantine
and Spacecraft Sterilization’; “Space Navigation
and Star Idantification”; and “Reusable Launcn
and Rr-entry Vehicles,”

Department of Treasury

The Internal Revenue Service has an Admin-
istrative Intern Program for preparing future
manigers in their careers with the Service. Two
of the modifications introduced in this year's pro-
gram have been (1) restructuring the initial ori-
entation from a three-week lecture scries to a
one-wveek “simulation game” and (2) placing as-
sembled classroom training on a daily basiz for
the first six months. The “simulation game” ena-
bles active participation in realistic exercises. The
clazsroom training has been equally divided be-
tween the development of management techniques
and communication sKkills.

A decision was made by the Director of the
Mint to expand over-the-counter and mail order
sales of commemorative medals and related num-
ismatic items, To produce these ilems in quantity
a large staff of emiphyyees with experience in the
jewelry trade was required. Since the needed ex-
perience is usually acquired on @ journeyman ap-
prentice relationship in the private sector, the
possibility of acquiring qualified medal makers
from outside sources was considered remote. To
overcome the shortage. a training program for
medal makers was developed in cooperation with
the Civil Service Commission. The training agree-
ment provides for not oaly the acquisition of the
mechanical techniques of the trade but also for
the development of the artistic perception re-
quired to produce a fine product. The current pro-
gram is expected to produce a staft suflicient to

[l{llc“.\\i“m‘ emypaovees of the Bureau of Mines at

Aruntoxt provided by Eric
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revide for the expanded production and for the
eplacement of older workers lcaving the service.

What training was conducted to keep emplon-
es abreast of the “stcte of the art” and to main-
ain specialized proficiencies?

Department of Agriculture

One-hundred eighteen employces of the Agri-
:ulture Research Service participated in a one-
w~eek Science and Education Conference. The pur-
pose of the conference was to acquaint the em-
ployees with the opporiuni.ies available that are
designed especially for their career development.
For instance
—— Frequent seminars are held at division labo-
ratories at whick experts in various resezrch
areas discuss the application of current develop-
ments in their particular field as it relates to the
mission of the laboratories. This assists scientists
in keeping informed of new techniques and tech-
nological advances.
—Seminars and workshops are conducted for
personnel in radiological monitoring, computcr
science, photography, soil mech. nicg, tillage,
rout’ag, irrigation water management, and snow
strvey.

Department of Commerce

A scientist from the National Bureau of
Standards spent ten weeks at the Joint Institute
of Laboratory Physics in Boulder, Colorado to
asquire training n solving coupled differential
equations for application to scattering theory. The
scientist was fortunate in being able to study with
the outstarding authority in the field of close-cou-
pling. Professor Philip K, Burke 2f Queens Col-
lewe at Belfast. He ilso spe~t *me with other
noted foreign experts in the iela of scattering
theory who were visiting the Laboratory en route
to the VI International Confecence on the Phyxsics
of Electronic and Atomic Collisions. This ex-
change of scientific information iz of great value
(o the Bureau as well as eatallishing contacts for
the Burcau with foreign scientists,

Deparément of the Ajr Foree

Rapid advancement in application of the
laser heanm generated a priority request for train-
ing of a general engineer fron the Deputy of Sys-
temis Engincering in Laser Fundamentals at the
Acronautical Systenmi Division, Air Force Systems
Command. On the basis of his needs (as well as
others in similar work) for engincering level ori-

was developed and conducted. The emiployee was
enrolled to keep him abreast of the technological
advances in lasers and to maintain proficiency in
his specialization. The employee is assigned to the
Guided Bomb research program in which knowl-
edge o laser beams is airectly related to the anal-
ysis integration functions on the laser guided
Lomb. The kuowledge gained will allow explora-
tion potential for future system applications, a
better understanding of laser designator pads for
designating targets as well as development of
laser guidance kits for such bombs.

Department of the Army

The nationai interest and emphasis on ecol-
ogy in general and water pollutisn in particular
prompted the Army Corps of Engineers to con-
tinue to keep pace with the latest trends and tech-
niques in the field of weter pollution. A binlogist
and a sanitary engineer from the Environmenia!
Resources Section, New Orleans Enginecring Dis-
trict completed a one-week ¢ ,urse in Marine Pol-
lution Ecology conducted by the Federal Water
Pollution Control Agency in Orange, Texas. The
course concentrated on the quality of estuarine
waters and the effects of pollution on the inhabit-
ants of the estuarine environnient.

Department of State

As a result of several secretaries obtaining
specialized training in the use of the complex
Magmetic Tape Selectric Typewriter (MTST), the
Department of State hus Leen able to keep abreast
of a technological advance in the secretarial field.
As nmore of these machines are introducced, em-
ployvees will have been trained in anticisation of
the need for thir talent. The use of the MTST will
eventually save many secretarial hours spent in
retyping long drafts, reports, briefing papers for
the Secretary, Under-Secretary, and the White
House.

Vietcrans Admivistration

The professional medical staff at the Veter-
ans Adnministration Center, Fargo, North Dakota
has been keeping current in their ficld thrcugh a
program of video tape prescntations. The pro-
gram is sponsored weekly by the Veterans Admin-
istration and biweckly by a pharmaccuiical house
The tapes supplement lectures which deal primar-
ily with highly technical medical and nursing suh-
jects that are undergoing rapid change and prog-
ress. In addition to providing the staff with this
access to the latest advances in the field, outside
community physicians are invited to attend. thus

Q n in lazers, a two.week on-base seminar
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establishing rapport with them and the commun-
ity.

Vinat trainving was given to accommodate to
changing  technology, cquipment, or mission
assignment?

Departmcut of Comiteree

The Maritime Administration’s involvement
in the basic oceaa »nvironment through ship de-
<ign is increasing. A number of employees at-
tended a sympesiuin which presented information
concerning mar's living and working in the sea.
Subjects addressed by the symmosium included
deep submergence vessels, support fucilities and
accempanying engineering problems,

Drepartment of the Intervior

In 1970 two important new assignments were
given to the Bureau of Mines through legislative
action. The fir<t was included in the Coal Mine
Safety Act of 1969 which inereased the number of
inspection responsibilities. Two direct results of
the legislation were, (1) Bureau-wide orientation
courses for 379 inzpectors to acquairt them with
the new codes and coverage under the Public Law
on ceal mines, and (2) a special training program
to pive refresher training to qualified metal and
non-metal mine inspectors, This training was
completed for 22 inspectors at the University of
West Virginia, Morgantown, West Virginia. This
training was supplemented by on-the-job and spe-
cii! subjeet courses at (oal Mine Health and
Safety  District Oflices located in the United
States. Other groups will receive training in the
forthcoming vear.

Departmion! of Justice

Ax a result of Operation Intercept, the De-
partment of Justice implemented inspection pro-
cedures reauiring training of Immigration and
Naturalization Service inspection forees at ports
of entry. This was accomplizhed by helding semi-
nars at each port of entry where the procedures
were reviewed before they were implemented. The
program was designed to train customs personnel
to intercept narcotics, to prevent surreptitions
entry into the U.S., and to deter criminal elements
involved in any ~imilar type of aclivity.

Fedaral Trade Commission
Darimg FY 1970 a new functional positien
was created in the Federal Trade Commission,
Consumer Protection Specialist. A total of 117 of
these specialists were nceded by November 1970,
[l{llc‘n re the proper preparation of these employ-

Aruitoxt provided by Eic
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ees a three stagre ir..ining program was projected
following their occupation of the mew position,
The program nusisted of : )

(1) An initial 214 week “On-*he-Job” orien-
tation-training programwr (conducted in the field
office) ;

{2) A six-day orientation-trairing session at
headyuarters; and

(3) Return to respective field offices for con-
tiruing on-the-job training by their inimediate su-
pervisors.

This early orientation-training has resulted
in an observed rapid identification with the pre-
scnt mission of the agency. The training has also
¢ rovided the specialists with a clearer awareness
of the employee's own expected participation in
the uitimate achievement of the agency’s goals.

Departneent of Freasuyy

During fiscal 1970 the Sceret Service received
a new misxion, The White House Police force was
renimed the Executive Protective Service, and
was suthorized to protect foreign embassies in
addition to the White House complex. More than
double the number of White House policemen
were authorized to perform this function. In
order to meet this need as rapidly as possible, it
was neeessary to conduct an intensive recruiting
program. Becanse i ¢ persons hired had little, if
any, prior police experience, it was necessary to
conduct training in basic police skills as well as
the =peciilized knowludge necessary for duty with
the Exccutive Protective Service.

What traiving was condueted to d-velop
chifls wnavailable throwgh existing reeruitment
sources?

Depavinient of the Air Foree

The Air Force is committed to the implemen-
tation of Advanced Logistics Systems utilizing
third generation B-3500 computers. During ¥Y
69 and FY 70, a requirement existed for large
1 ors of compuler systems analvsts at the
Headquarters of the Air Force Logistics Com-
mand. A one-year specialized experience require-
ment prevented the recruitment of fully qualified
personnel. Through agreement with the United
States Civil Service Commission an approved
training program was derigned to train and qual-
ify emplovees already available who mct the gren-
eral experience requireme® . but lacked the one-
vear speciindized experience. The training program
has met the need, resulting in the filling of over
200 sy=ztems analvst positions at Wright-Patter-
son Air Force Base, Ohio,

i
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Department of the Interior

The Bureau of Land Management’s Land and
Minerals Resource Management Training Pro-
gram at Phoenix, Arizona, was established to pro-
vide skills required at Realty Specialists but not
offered in any school or university. Classifying
public fand fer a great many unses and purposes
under the authority of a myriad of land laws and
regulations is difficult work. It requires the ability
to interpret land laws, regulations, legal decisions,
and other written documents, exceptional writing
skill, the ability to analyze complex land use and
ownership situations, investigative persistence
and the willingness to make independent conclu-
sions concerning the proper use for public lands.
The requisite background training for implement-
ing these skills is taught only at the Phoenix
Lands and Minerals Resource Training School.

During FY 70 the Burean also made efforts
to make other unique skills accessible to areas
where they were in demand but unavailable. For
instance, to avoid expensive repair as well as the

O

time consumption involved when such expertise is
not available, training courses were held in pump
repair and helicopter bucket maintenance and op-
eration. A Special Survival Training Course was
held last winter for 13 employees who found that
man can exist in subzero weather if Le knows
what to do. This training is especially helpful
when traveling in Alaska where there is always
the grim possibility that travelers will find them-
selves in situations involving either a vehicle
breakdewn or the forced landing of a plane.

Depavtment of Justice

Patrol Inspector Agents of the Justice De-
partment enter duty at dexignuated sectors and are
soon thereafter detailed to the Border Patrol
Academy. Coming from all walks of life these
tramees are completely lacking in the specific
knowledge and skills required by the job. The
Academy course provides suflicient trainiryg to en-
able the new officer 1o take his place in “he field
and properly perform his duties,



V. ACTIVITIES OF THE
CIVIL SERVICE COMMISSION

The Bureau of Training of the Civil Service
“ommission directs the planning, coordination
and assessment of a Government-wide training
prograni dexigned to develop and retain a skilled
and eflicient workforce. This involves such fune-
tions as:

* providing consultation and guidance to
Federal agencies on matters relating to 2ll
aspects of Federal employee training;

* coordinating Government aud non-Govern-
ment training resources for Federal em-
ployees;

e providing assessments of current Federai
training programs and poliries;

e providing guidance and leadership in the
development, selection, evaluation and uti-
lization of modern instructional methods
and training techniques;

¢ obtaining, maintaining and disseminating
information about Federal training needs,
acdvities and results; an3

e developing training courses respeiixive to
Federal employee needs that are best met
on an interagency basis through a system
of residential and non-residential training
centers.

To illustrate the performance of these functions,
this section contains some selected examples of
the activities that occeurred durirg fiscal year
1970.

A. Publications
In coordinating Government and non-Govern-
ment training resources for ¥ederal employees,
the Commission prepares the following resource
publications: Iuferagency Traiving Programs
Crfoloygs which are designed to provide agencies
information on available training courscs in the
Wishington, D.C. metropolitan area and in each
of the Commissions 1C regions; Agcicy Training
Cenlters fur Federal Employees, i, conpilation of
separate facilities established by agencics to
conduct special agencey oric- od training primar-
ily for their own employees. Other agencies may
participate in these programs on a space available
basis; On-Campus Study Cenlerg, which lists fa-
cilities that have been eatablished vhiouyh «ooper-
alive arrangements between ac demic institutions
and Federal agencie to sponsor cont nuing educa-
tional opportunitics for Goverrment emyployees.
Q  fscal year 1970 ali of these gmblications

were issued for the first tinie as planning docu-
ments rather than as year-end informational doc-
uments, They were distributed to agencies during
the period when employees’ training needs were
being reviewed as well as the training resources
required to meet the needs. Prior to 1970 only the
Interagency Training Programs Bulletins were
received by agencies during the training-planning
cycle.

To assist agencies in the development and
utilization of instructional methods and tech-
nigues, a series of technical publications were pre-
pared. The fira1 three of the series preparcid in
fiscal year 197( are: Instructional Systems and
Technology: An tutroduction to the I'ield and Its
['ses in Federal Trainiig, which deals with the
instructional systems approach to traning and
varjous aspects of training technology; An Appli-
cation of a Systems Approach to Training, a case
study which explains the steps followed in devel-
oping one particular curricvn, the problems cn-
countered, and their solutic, 1. It prevides a gen-
eral guide for others who wish to use this ap-
proach; Programmed Instruction: A Bricf of Its
Development and Current Stalws, which is a
concise, non-technical synthesis of the major de-
velopments in programmed instruction. It gives
guidelines to trainers for the selection and nse of
programmed materiils,

The developmental effort, Training Manage-
ment System, which was started at the erd of
fiscal year 1970, is an example of the Comm:s-
sion's endeavors to assist agencies to improve the
planning, operating and evaluation of the entire
training process, The foundation of the systeni is
based on management procedures and analytic
tools which will identify the resource implic =~ »s
of both ongoing and projected training progr. .=
at all organizational levels of a department or
agency Efforts include development and test of a
enst model for training which is comprised of
worksheets and standard cost tables, This model
will permit rapid calculation of the costs of exist-
ing and projected training activities, Also under
development is a value analysis model designed to
previde the dollar value or berefit of training pro-
grams, When the valiue model is uzed in conjunc-
tion with the cost model, it will be possible to
estimate the coat benefit relationship of a given
level of resource input to the output or product of
the training pregram. The system will be tested in
several agencies during fiscal year 1971 and made

available for ageacy use in early fiscal year 1972

R7 Ly



B. Training Centers

One of the functions of the Commission is fo
develop and administer an interagercy training
curriculum directed toward enhancing agency
capability to accomplish current and future mis-
sions with economy and efliciency. This function
is supported by a numbe, of training centers lo-
cated in the Commission’s Regional and Central
Offices in addition to one at Kings Point, New
York, Berkeley, California and Charlottesville,
Virginia. These centers develop and administer an
interagency curriculum dirccted toward meeting
the training needs of agencies with economy and
efliciency, The regional centers support the em-
ployee needs of field officés and the central office
centers meet the needs of the Washington, D.C.
metropolitan area agency employees.

Continuing an J4pward trend, interagen.v
courses given by the Civil Service Commission in
1970 totaled 61,7306, an increase of 14 percent
from fiscal ycar 1969,

In addition to the continuing courses con-
ducted by the centers some very significant devel-
opments occurred during fiscal year 1970. For ex-
ample, in support of the “Pullic Service Careers”
and “Upward Mobility” programs the Depart-
ment of Labor allocated funds to the Commis-
sion's training cenlers. lutomatic Data Process-
ing Menagenent Contfer has purchased with
its share a computer to provide “hands
on” training for worker-trainees to help
them qualify for positions as tape librarians,
schedulers, technical assistant/computer opera-
tors, ete. The program plans will be implemented
in niscal year 1971.

Under the Public Service Careers grant a <e-
ries of Basic Communications Sfkills courses were
developed during fiscal year 1970 by the Caominu-
nirations and Office Skilia Center. Each course is
specificaily designed to provide baszic *how.to"
skills to the disadvantaged and underutilized Gov.
ernment employee. “Basic Shorthand™ and “Basic
Typing” are designed to prepare the emplovee to
meet  xminimum job qualification standards in
shorthand and typing. “Basic Communication
Skills” emphasizes graramar, readiny, writing.
listening and observing. To raize the low-skilled
employee's reading ability from one to thrce levels
is one of the ohjectives of “Reading Improve-
ment,” and the course, "Office Practices,”” 1ces a
simulated office classroom to provide training ex-
periences which will assist the clerical employee

Q perform more effeetively.

E lC The Gevaral Management Training Center
'
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net only develops and conducts training courses
for Government employecs, it al:o prepares
courses for internal use of IFederal, State and
local governments. For example, “In{roduction to
Supervision” and “Supervision of Low-Skilled
Employvees" are two courses developed in fizeal
vear 1970 and made available for training of
State and local government employces, The latter
course is—I’ublic Service Carcers effort.

To assist agencies in meeting the post entry
educational needs of attorneys, the center devel-
oped a “Management Institute for Attorneyvs,” a
course that focuses primarily on knowledges and
skills important in achieving efficient and effective
management in Government offices engaged in
legal work.

In respons: to the Administration’s aim to
place responsibility for program operations at the
level cloxest to the people, the center prepared a
coutse titled “Federalism and Decentralization.™
The course is designed for exccutive level employ-
ees, and has ax its goels: to provide an explana-
tion of the President's dccentralization program;
to analyze some of its problems and suggest solu-
tions; - 'd to share ageney experience of decen-
tralization.

In support of administrative policy. the Per-
soinel Manoagement Center concentrated on three
prion:iy training areas during fiscal vear 1970,
Training of Federal managers to assist them in
achieving and mnintaining cqual opportunity in
the employment. promoticn, and training of Fed-
cral employees received major emphasis. Two
coursez, "Training Trainers of Lower Level Em-
ployees” and “*Counseling Lower T.evel Employ-
eex” were designed in support of the Pulilic Serv-
ice Careers Program to provide the continuing
on-site counseling, training and carcer develop-
ment necessary to aszsizt disadvantaged emplayvees
in progressing tpward through the orranization,

In the implementation of the President's Ex-
ecutive Order 11191, “Labo: Management Reln-
tion in the Federal Service” several new courses
were developed and conducted. The training was
deszigned to equip Federal executives, managers,
and supervisors to work under a negotiated agree-
ment {o prepare personnel and lahar relations spe-
cialists to advise management on the negotiation
and implementation of agrecinents,

Another activity. the “Symposivm of Young
P r=onnel Professionals”. bhrought together 69
personnel professionals inages 23 to 33 with 2 to
G years of porzonnel experience from 31 different
Federal ayencies from around the country for a
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week of discussion, reflection and action on Fed-
eral personnel management.

Suecessful  administration  of  grant-in-aid
programs requires a cooperative and understand-
ing relationship between Federal, State and local
governments. In cooperation with the Brookings
Institution the Management Sciences Trairing
Center established and conducted the “Intergov-
ernmental Affairs Fellowship Program” to help
meet that requirement. Thix three-part program
was designed to provide Federal ofticials who ad-
minister grant-in-aid programs in their ageneies
with first-hand knowledge of the problems of
State and local oflicials wheo are concerned with
grauts-in-aid.

Phase one of the program provided academic
instruction as well as orientation meetings with
State and local representatives to structure and
plan phase two. Diuring the second stage Federal
officials worked for nine weeks on-site in state and
local government agencies which were recipients
of Federal grants. Debriefing and distilling
tearned prineiples completed the program.

To provide hazic information about govern-
ment financisl procedures another new course

O

I

“Governmental Bookkeeping and  Accounting”
was developed for lewer grade level employees.

The Cemmission also provides executive de-
velopment opportunities through two Lxecutive
Seminar Centers and the Federal Execvtive Insti-
tute.

The Frecutive Seminar Centers {at Berkeley,
California and Kings Point, New York) provide
residential seminars designed to broaden the con-
ceptual understanding and enhan ~ the adminis-
trative abilities of mid-level executives from all
Federal agencies. During fiseal year 1970, 612 in-
dividuals attended programs at the Berkeley
Center and 619 were in attendance at the Kings
Point Center,

The Federal Exee: 'ive Institute, often called a
“*University in Public Service” was established by
the Commission at Charlottesville, Virginia in
1968. Its objectives are: to heighten responsive-
ness to national needs and goals; ‘o improve
knowledge of the munagerial processes and to in-
crease appreciation of the total governmental sys-
tenm. During fiscal year 1970, 658 carcer adminis-
frators from G:S-16 to GS-18 (or equivalent) at-
tended sessions at the institute.
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Y. STATISTICAL REVIEW OF TRAINING
INTRODUCTION

The statistical data contained in this section
of the report was submitted to the Commission by
agencies through the Annual Report of Training.
The data is displayed in tabular form listing each
agency's involvenient. The tables are divided into
four areas: participation, man-hours, expendi-
tures and personnet engaged in training. The first
table for each area (excepi personnel engaged in
training) summarizes the total training activity

that occurred in all agencies during fiscal year
1970. The tables that follow reflect various as-
pects of this data broken down by agency. The
tables show participation by pay system, man-
hours of training, types and sources of iraining,
first-level supervisory training, and personnel en-
gaged in training. Also ineluded is a summary of
training expenditures and training expendifures
compared to agency population and participation.

LIST OF TABLES

Page
TRAINING STATISTICAL BREAKDOWN BY AGENCY
PARTICIPATION
Training Participation Summary . . ___ . __________ . _ __.. 31
Participation by Agency and Source ___ . . _______. __.o_ 35
Participation by Agency and Type - . ____ . _________ . _ 35
Participation by Agency and Pay System ____ . _______ _ ____._._ H
General Schedule Participation Ly Ageney .. ____ .. 14
Other Pay Systems Participation by Agency ______ ______ . ____ 17
First-Level Supervisory Training . _. ... __ . . _____________. 19
MAN.HHOURS
Participant Man-Hours Summary _ ... . ____ . .____._______ 5
Participant Man-Hours by Agency and Source __ .. . __ ... __ 53
Participant Man-Hours by Agency and Pay System ___ _________ 6
General Schedule Participant Man-Hours by Agency ___._.__._._ 59
Other Pay System Participant Man-Hours by Agency _. . .. .. 62

Comparison of Participants to Total Population and Partici-
pant Man-Hours Among Grade Groupings Within Agencies .. 61
Comparison of Participant Man-Hours to Total Man-Hecurs

Among Grad» Groupings Within Agencies . _______________.. 61

EXPENDITURFS

Tra:aing Costs by Avency . _ ... __._. e 72

Salaries of Full-Time Training Personnel by Agencies .___ __._ 75
PERSONNEL ENGAGED IN TRAINING

Ratio of Full-Time Training Personnel to Agency Employment .. 76
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AGENCY ABBREVIATIONS

ACENCY
Agriculture, Department of . _ . __
Air Force, Department of . .

Arms Csntrol and Disarmament A;ro. L) .

Arnmy, Depar ment of IR

Atomic Energy Commission ... . ___

Civil Aerorauntics Boavrd .. . _ .. . _
Civil Service Commission

Commerce, Department ot . .

Defense, Depariment of ..
Defense Supply Agency

Defense Agencies, Other . .
District of Columbia Government
D. C. Redevelopment Land Agency
Emergency Preparations, Office of

Equal Employment Opportunity Commission . .
Ik AhM CREDIT

Farm Credit Administration .
Federal Communications Commission
Federal Home Loan Bank Board

Federal Mediation and Conciliation Service

IFederal Power Commission _ .. . ___
Federal Trade Commission .. __
General Accounting Uffice -
General Services Administration
Government Printing Office

Health, Education and Welfare, Department of
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N:xtionul Foundation on the Arts and
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National Labor Relations Board
w.mmml Science Foundation
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FIRST-LEVEL SUPERVISORY TRAINING

APFOINIED AFIER 6-30-69

1st Line 1st Line 1st Line | 1st Line
Supervisors |Supervisors Supe:visors | Supervisors
AGENCY Appeinted Trained % of appcinted Trained 7 of
After After Supervisors Before Pefore Supervisors
6-50-69 6-30-69 Trained 7-1-69 7-1-69 Trained
TOTALS 18,125 11,827 ! 65% | 154,605 ; 110,687 2%
DEFENSE 9,549 6,319 667 89,925 | 67,417 757%
ARMY (4,423) (2,781) (627) (33,100) (22,546) (6873
!

NAVY (2,597) (1,854) nmn (25,152) j (19,691) (787)
A.F. (1,874) (1,351) (727) ; (25,000) ; (20,750) (837)
DSA (363) (254) (697) (4,6886) i (3,737) (797)
OTHER DEFENSE (292) (79) (277) (1,987. | (693} ! (357)
DASA 172 (2) (117) (128) (111) (867)
DCAA 21) (2.) (1007.) (267) ! (231 (867)
DA L15) 6) (L07) (1307 ]’ 81) (627)

SECRETARY OF ‘
DEFENSE o) (10) (100%) H (462} (12) (27)
NSA (229) (60) (267) | (1,000} l (258) (267
AGRIC 1,191 760 637 l 11,147 6,350 567
TRFAS : 071 7L 747 ' &,093 7,003 | 87
VAL 956 606 637, i 10,269 8,052 785
H.E.W. 1,016 (28 617% | 5,957 3,925 557
INTERTOR I 952 578 607 7,941 4,622 58%
TRANS 537 349 647 745260 5,210 717
NASA \ 287 200 51% 2,950 1,981 669,
D.C. GOV'T 435 46 797 ',528 863 567
JUSTICE 251 153 607 1,015 702 697

1
i |

O

ERIC
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FIRST-LEVEL SUPERVISORY TRAINING

APPOINTED AFTER 6-30-69 1 APPOINTED BEFORE 6-30-69
1st Line Ist Line 1st Line lst Line
Suparvisors |Sunervisors Supervisors | Supervisors
AGLNCY Appointed Trained % of Appointed Trained 7 of
Aftar After Supervisors Before Before Supervigors
6-30-69 6-30-69 | Trained 7-1-69 7-1-69 Trained
GSA 376 301 80% 1,974 Not Known -
COMMERCE 410 208 50% 2,866 1,087 37%
LABOR 35 25 nz 175 125 717
PANAMA CANAL 170 136 80% 1,387 1,248 897
SEL. 8VC. SYS. 147 124 847 676 545 8§07
H.U,D, 143 100 697 904 346 387%
SMALL BUSINESS 51 26 507 650 300 4L6%
Csc 85 51 607, 339 208 617
STATE 22 7 31% 288 150 52%
EECC 24 4 167 52 2 37
GPO 97 77 79% Un¥ newn .-- -
Not |
SMITHSONIAN 12 12 1007 Availeble | 24 ---
R.R. RET, UD. 24 8 337 183 ! 159 867
FHLEB 5 3 607 86 52 607
SEC 11 11 1007 63 ] 127
FTC 16 9 567, 19 12 53%
NSF 1 1 1007, 50 16 327
SOLDIERS HOME 9 0 .- 60 50 837
1CC 11 6 547 77 5 67,
rce 14 4 287 i63 h2 38%
NAT. CAP. HOUSING 11 2 187, 50 13 267
O

RIC

Aruntoxt provided by Eic

Pl



F1RST-LEVEL SUPERVISORY TRAINING

o APPOINIED AFTER 6-30-69 | APPOINTED DEFORE 6-30-69
1st Line 1st Line 1st Line 1st Line
Supervisors | Supervisors Supervisors | Supervisors
AGENCY Appointed Trained 7 of Appointed Trained % of
After After Supervisors Before Before Supervisors
e N 6-30-69 6-30-69 Trained 7-1-69 7-1-69 Trained
CAB 10 8 80% 26 15 57%
FPC 70 5 7% 80 5 6%
NERP 4 4 1027 76 53 097
oD 12 5 417 14 3 217
TARIFF 1 o -~ 20 0 ---
FARM CREDIT 5 0 --- ! 11 2 187,
ARMS CON !
DISARM AC l 43 0
RENEG. BD. 4 2 507 ! 12 5 417,
O
ERIC 57,
/o
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CODE:

P-MR - Participant

Man-Hours

T-MR - Total Man-Hours

COMPARISON OF PARTICIPANT MAN-HOURS TO

TOTAL MAN-HCURS AMONG GRADE GROUPINGS

Available

WITHIN AGENCIES

AV - Average

s “Gs ¢S GS GS WAGE
AGENCY CODE 01-04 05-08 09-12 13-15 16-18 BGARD

P-Mil 310,606 1,147,665 2,299,499 800,987 12,288| 1,315,295

ARMY 1-Mi | 132,591,008 | 149,609,344 | 151,140,208 | 42,503,480 | 417,680]385,578,5h8
AV .23 W76 1.52 1,88 2.94 . 34

P-MH 370,418 800,275 1,814,688 593,573 16,625 4.073,036

NAVY T.MH | 102,698,672 | 85,457,328 | 105,128,608 | 33,476,144 [ 595,0648{404,454,072
AV .36 .96 1.72 1.77 2.79 1.00

P-MH 178,968 917,995 1,719,316 53h,059 7,726 1,753,894

ALF. T-M | 94,616,048 | 89,922,872 104,271,088 [ 25,745,432 | 219,616) 267,932,748
AV .24 1.02 1.64 2.08 2.41 .60

P-Mi 31,78h 133,474 578,345 80,906 1,142 43,671

DSA T-MII| 14,090,344 14,409,960 26,885,880 | 5,413,496 85,1352 21,844,064
\Y 22 .92 2.15 1.49 1.33 .19

P-MH 41,500 266,155 856,490 257,571 4,164 47,808

OTHER DEF, T-MH 9,394,168 9,608,456 17,925,736 3,610,205 56,296] 1,249,408
AV R 2.77 4,77 7.13 7.43 3,43

P-MH 594,726 1,602,391 925,735 151,915 13,204 117,928

TREAS T-MH| 136,719,520 135,313,936 51,378,272| 16,598,240 | 523,008] 9,330,708
AV 1.61 4.53 1.80 1.09 2.53 1.26

—_— J . S

P-MH 836,405 300,497 760,254 107,124 4,958 i~,918

JUSTICE T-MHE 17,677,18% ] 20,893,0804 15,214,448 { 10,614,760 | 4A6,712( 2,411,048
AV 4,78 1.43 4,99 1.02 1.00 70
P-MH 2,740 13,073 12,094 13,349 AT 0

P.0. T-MN 479,424 1,213,068 1,158,593 1,463,005 | 128,43% 81,720
AV .57 1.07 1.09 1 3. 04 L

—t— N IS | I

P-MH 88,678 246,735 £23,002 157,165 1,554 155,289

INTERIOR T-MH| 16,089,760 25,164,312 38,043,305} 12,153,568 | 357 547 20,993,024
AV .55 .98 1,01 1.29 43 .50

O

ERIC

Aruitoxt provided by Eic:



GS oS GS S GS T WAGE
AGENCY LODE 01-04 05-08 09-12 13-15 16-1k 30ARD
I'-MH 136,417 647,357 1,123,531 226,136 V77 12,635
AGRIGC T-MH| 39,746,792 | 51,323,608 | 56,524,816 13,750,752 256 1 16,868,800
av A 1.26 1.98 1.64 19
P-MH 121,266 116,576 267,674 147,583 TR TS 5,830
COMMEPCE T-MH 6,702,856 | 11,142,976 | 14,992,894 | 9,152,640] 58, .\ 10,777,960
AV 1.80 1.0% 1.78 1.61 1.55 .05
L 1 R D
P 176,816 78¢,65h 519,003 237,540 25,708
DHEY T-1H ] 48,901,656 | 59,806,728 | 41,560,976 | 15,345,200 11,754,728
AV .30 1.31 1,48 1,54 IA
oMl 104 .783 1,557,498 1,96%,961 388,355 ,536 115,378
TRANS T-MH 7,99,,664 | 15,701,136 S',111,320 | 23,493,592| 463,080 11,922,040
Av 1.31 9,91 3.B4 1.65 1.84 .99
. _ _ — —1
P-MH 75,896 92,837 132,718 50,127 2,183 129,149
GSA T-MH{ 11,789,472 9,864 512 8,217,400 | 3,455,848] 128,936 34,844,592
I\ . 64 .94 1,61 1.45 1.69 .37
. e e e _
P-MH 543,669 169,701 178,857 3,214 72,507 61,970
VLA, T-i| 86,552,376 | 48,386,120 27,025,712 7,129,616 220,632| 63,763,392
AV A .35 .66 B8 1.08 .09
—— -t e S -
21 24,247 72,229 386,502 428,357 12,254 57,619
NASA T-M1 4,465,616 &,%18,736 1 18,853,712 | 20,157,00u] 586,563 5,441,352
v .55 .83 2.05 2.12 2.08 JBS
——ee e e ] | _——
vy 141,543 751,564 119,945 27,753 2,999 Z4 604
D.C. GOVT T-MH| 13,705,280 | 32,119,592 18,354,312 11,469,850 764,536 15,018,320
AY 1.02 .78 .65 24 .39 Li6
P-MH 5,659 17,939 25,108 14,902 59 0
AlD T-MH 4,972,208 1,379,808 6,626,600 4,144 ,11.] 1,935,040 116,224
AV .11 1.30 .37 .35 .03 .00
P-MH 20,219 38,306 54,66 53,303 1,134 0
LABOR T-MH 2,925,576 5,108,408 5,745 © 41 4,329,344 157,992 187,048
AV 69 .75 Las 1.23 N .00
P-MH 43,694 63,956 42,290 56,053 1,960 o
HUD T-Mi| 4,376,560 | 39,276,448!  41,560037¢] 5,710,6320 161,624 435,840
AV .99 W16 .10 .98 1.21 .00
O
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E

- GS e GS GS GS WAGE
AGENCY CODE OL-04 05-08 09-12 13-15 16-18 BUARD
P-MH 19,485 20,157 16,502 5,520 0 114,777
PAIl CANPL/CZ T-Mi 1,732,464 4,042,416 2,309,952 | 1,443,720 693,736 | 18,003,824
FAY 1.12 .49 .71 .38 N .00 .63
P-MH 5,100 14,081 18,199 44,409 7,855 436
ARG T-MH 2,337,192 5,457,080 3,118,072 | 1,948,568 908,000 159,808
AV .21 .25 1.22 2.27 .86 .27
P-MH 23,313 12,003 17,792 7,463 185 181
c G T-MH 3,196,160 1,855,952 2,682,232 1,223,9841 1,223,984 3,352
AV 72 .53 66 .61 .01 .21
S d .
P-MH 8,038 5,622 13,340 8,794 864 0
USIA T-MH 3,268,800 7,627,200 4,358,400 ) 2,724,000} 1,271,200 795,408
AV .24 .07 .30 .32 .06 .00
P-MH 310 1,656 1,234 4,09¢ 16 0
NLRB T-Mi 548,432 1,236,936 980,640 | 1,256,672 232,448 50,848
.05 .15 .12 .32 L 00 .00
DM 3,046 6,721 1,792 53¢ 0 24
SEL SUC SY §eME 4,747,000 L.,767,000 1,549,048 95,6’4;1 237,896 38,136
AV .05 .14 L1 .08 .00 .06
pou 2,226 7,014 19,893 12,&9J 200 48
SBA T-MH 1,549,045 1,863,216 2,551,482 | 1,450,064 67,.92 34,504
AV 14 .37 .76 88 .29 .13
———— _.4,__A__._<L.____ SRS S —
per 3, 34t 2,048 3,260 3, 124 42 2,868
SHITHS 1-MH £6,784 926,160 848,072 481,240 43,5561 1,129,552
AV .38 .22 .38 .64 .09 .25
P-MH 2,571 %,196 12,827 2,415 152 0
LIB, CON. T-MH 1,578,10% 2,613,224 2,193,728 655,574 79,904 4k, 856
AV 16 .35 38 .36 .18 .00
p.Ml £,361 8,694 9,456 a, 637 1,774 912
STATE T-MH 8,072,120} 18,337,368 1,345,556 | 6,726,454 3,139,804 541,168
AV .07 .04 .70 (14 .05 ‘1n
P-MH 1,481 2,660 2,879 1,124 290 48
G v.0. T-MH 2,453,416 5,725,848 3,272,432 2,044,814  116,224| 11,014,040
.06 , 04 .08 ,05 .24 .00
O
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GS Gs GS GS GS WAGL
’ AGENCY CODE 01-04 05-08 09-12 13-15 16-18 BOARD
: P-MH 1,462 18,1305 50,944 45,379 1,660 40
GAD T-M4 1,160,426 | 33,241,880 3,132,600 {1,919,5i2 | 116,224 74,656
AV .12 .05 1.62 2,36 1.42 .05
! P-MH 2,561 4,166 13,163 5,689 264, 0
; EEOC T-Mi 207,024 277,848 348,672 205,208 23,608 14,528
; AV 1.22 1,40 3.77 2.77 1.11 .00
I
; P-MH 571 2,905 3,389 2,396 288 0
; rcc T-MH 399,520 786,144 686,448 786,680 83,536 53,560
; av 14 .36 .49 .30 A .00
% P-Mii 535 1,209 5,662 5,805 192 102
; FHLBB T-MH 395,888 744,560 528,456 512,112 | 154,360 34 ,50¢
i Av .13 .16 1.07 1.13 .12 .29
| — | SR SUUN N SR
4
v P-MH 760 1,398 3,584 2,676 556 160
i FPC T-MH 256,056 548,432 557,512 557,488 74,456 41,768
! AV .30 .25 .64 46 L7 .38
P-MH 6,956 3,130 3,597 1,420 48 40
¥IC T-MH 455,816 490,320 410,416 655,576 59,925 36,320
AV 1.52 .63 .87 .1 08 .
P-MH 356 760 5,153 4,276 870 118
1cC T-MH 586,568 836,304 1,047,832 523,008 | 236,050 58,112
AV .06 .09 40 .81 .36 .20
P-MH 816 4,232 3,113 2,288 183
NSF T-MH 123,48¢ 606,544 256,05¢, 312,352 18,160
AV .66 .69 1.21 .73 1.00
P-MH 1,549 43,524 8,742 1,755 ) 0
RRRB T-MH 855,336 966,112 1,022,408 163,440 | 16,344 52,6h6
AV .18 4,50 .85 1.07 .00 .00
P-MH 1,663 1,006 4,265 3,732 (.48 39
SEC T-Mi 346,856 602,912 719,136 648,352 | 52,6h4 34,504
AV A1 .16 .59 .57 . 26 1
P-MH 184 977 1,252 14 212
SOLDIERS HOME | T-Mi 846,256 399,520 127,120 7,264 0 802,672
AV .02 24 .98 .19 .00 .00
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GS B S GS GS WAGE

AGENUY CODE_ | _01-04 05-08 09-12 13-15 16-18 BOARD
P-MH 164 80 912 3,002 0 0
FED MEv CON SVC  |T-MH 55,376 159,808 56,296 501,216] 16,344 o
AV .25 .05 1.6: .59 .00 .00

P-MH #68 340 256 368 24 1,685

NAT CAP KOLSING |T 197,944 464,896 265,136 165,256 10,896 735,480
AV 43 .07 .09 .22 .22 .00
P-MH 56 858 755 4,500 1,416 0

oMB T-Mi 63,560 256,056 176,152 343,224| 125,304 19,976
AV .08 .33 .42 1.31 2,72 .00

P-Mi 60 1,265 2,292 3,121 746 120

CAB T-MH 79,904 125,064 312,352 323,248 79,904 29,056
AV .07 .38 .73 .96 .93 .41
p-Mi 80 24 396 616 175 o

OEP T-Mit 47,216 161,624 130 752 250,6C8] 49,032 5,448
AV .16 .01 .30 .24 .35 .on
D.C. REDV P-MH 134 498 1,298 2,442 24 0

LAND AG F-Mil 132,568 108,720 176,152 110,776 7,204 101,501
W .30 .16 .73 2.20 .33 .00

P-Mi 66 1.268 304 552 0 2

TARLEF CONMM T-MH 34,504 141,648 96,248 159,508 9,080 16,344
Av .19 .89 .31 .34 .00 .14
P-MH 112 257 132 340 lo 0

FARM CREDIT T -MH 27,240 107,14t 108,960 118,040 10,896 5,446
AV A .23 12 .28 1A .00
P-Mi 46 0 0 92 o 0

FOUND ART HuM T-Mit 10,9826 56,296 23,608 39,952 Y, 200 1,816
AV .83 .00 .00 .23 .00 .00
P-MH 288 150 48 222 o 0
RENEGOT BR T-Mi Sh,4BO 85,252 43,584 159,808 10,896 0
AV .52 17 .1 .13 .00 .00
P-MH 154 €2 140 0 0 0
ARMS CONT DISARM |T-MM 29,956 99,880 58,112 78,098 10,896 0
AV .53 .06 .24 .00 .00 .00
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SATARIES O. FUIL-TIME TRAININ: FERSCNNEI BY AGENCY

I
FMPLOYZF, CLFRTCAL AND
DEVELOPMENT SUPFORT
AGFNCY TOTAT OFFICER3 TNSTRUCTORS FERSONNEL
TOTAL vevevnesinncons $ 77,254,000 $ 3, h77,h00 | $ 34,861,660 $ 17,919,514
112130123 S 28,331,761 14,072,006 10,120,860 5,138,875
NAVY . vevees . (11,130,906 { 4,378,L08) | { 5,475,982 { 1,277,520)
L ( 6,785,149 ( b,674,503) | (679,565 ( 2,231,181)
AF fiieiianannes ( 5,588,943 ( 3,681,815) | ( 1,347,8% ( 559,290)
TOA viveeernses . { 985,?0); { 825,‘469; ( 16,178) {  zuk,002)
CTHER e { 3,341,050 {( 51,05 { 1,502,319) { 1,926,R22)
TRANS Cierrees 15,196,449 1,614,451 17,682,055 4,199,943
FO vovren Ciresesaane 7,769,507 %,829,3723 1,594,006 1,346,110
DHEW o ivunnnanas 7,406,851 2,872,042 2,516,070 2,028,739
VA eiereenrenacs 6,532,014 2,473,432 3,471,483 582,099
TRIAS L vveecarasninns 6,288,806 3, 347, 321 1,173,395 1,768,090
0D GOVT waranss Ceeese 2,533,030 6,232 1,329,016 Sh7,782
JUSTICE vvvevranrnnans 2,228,333 267,230 1,219,007 7h42, 066
15123 {1 1,975,510 835,685 645,533 491,292
INTERIOR wevrarrannnes 1,395,074 702,050 h1s5,90h 277,120
NASA tiiecrnrnenannss 885,586 817,943 40,013 =B8,030
COMFRIE uvsrruncanss 785,007 379,859 148,88 257,887
GEA iviisneensrerines 599,700 251,813 177,279 12%,548
TABOR ,.euus DN 180,181 394,54 22,115 €3,00?
HUD verennrnnnccrans . 352,455 300,097 52, 38
PANAMA CANAT ......eus 19%, 281 30,09 127,157 37,031
ATD tiiiervcnnnennnias “63,59% 66,216 97,3718
[ £330 RN Cerasias 119,635 101,827 17,808
FR BET BD tveniinnnsens 112,556 23,747 83,787 5572
AT, OTHEFS® ..0ivveess rhr,nR7 b30,072 92,499 119,700
% 30 Agenctes reporting lors than $100,000
Q
. 7)‘



RATIO OF FULL-TIM® TRAINING

PERSONNEL TO AGENCY EMPLOYMENT

ERIC

/0

EMPLOYEE. CLERICAL TOTAL MO, EMPLOYEES
DEVELOPMENT AND TRAINING AGENCY PER TRAINING

AGINCY OFFICERS INSTRUCIORS SUPPORT PERSONNEL | POPULATION PERSON
TOTAL cv.uus 2,427 2,697 1,952 7,076 2,820,133 399
DEFENSE ... 1,077 913 610 2,600 1,283,958 493

NAVY .. (327} (555) (181) (1,0n3) (40A,152) (382)

ARMY ... (368} (136) (181) (690) (473,580) (A8A)

AF oou. (294) (131) (89) (514) (320,067) (h22)

DSA .... (55) (2) (22) (79) (56,350) (713

OTHER .. (33) (89) (132) (254) (27,509) (109)
IRANS +ueunn 94 758 337 1,149 60,711 51
PO cuevenen 347 150 152 655 058,938 1,006
DHEW evsuee 188 191 232 611 94,431 157
VA civinenens 164 265 78 507 151,741 299
TREAS . e vewus | 218 81 199 498 85,537 171
D C GOVT ... 43 17 70 250 42,113 183
JUSTICE .... 17 32 6l 140 39,804 223
AGRIC ...... 54 45 57 156 88,570 507
INTERIOR ... 48 27 35 110 64,588 SK7
COMMERCE ... 30 20 34 A 20,908 3n7
NASA sovuenn 51 3 18 72 32,421 450
GSA vovrvons 15 15 13 43 34,583 850
TABOR ...uvs 21 2 32 16,240 320
HUD vuenenns 19 a 27 4,370 532
1.3 {) 4 13 17 15,410 834
FANAMA CAN/L 2 9 6 17 15,208 894
GI'O wevuonns 7 3 10 7,508 750
R RET ED .. 2 7 1 10 1,700 170
ALL QIHERS™, 2h A 1h 48 87,588 1,R2%

*

30 Agencies rejorting fewer than ten full-time training personnel
.
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